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ABSTRACT
A COMPARISON OF PERSONALITY TYPES BETWEEN DEANS/DIRECTORS OF 
CONTINUING EDUCATION AND CHIEF ACADEMIC OFFICERS IN SELECTED 
POST-SECONDARY INSTITUTIONS IN NORTH CAROLINA
by
Mary F. Joseph
The problem was to determine whether significant relationships 
existed between the personality types of deans/directtirs of continuing 
education in North Carolina,
Literature was reviewed in order to determine the research that 
had been completed using the Myers-Brlggs Type Indicator (MBTI) with 
administrators in post-secondary institutions. A demographic 
questionnaire was developed to ascertain information about the type 
and size of the institutions, as well as data about the respondent.
All post-secondary institutions, excluding business and trade 
schools, in North Carolina were included in the study. The 
dean/director of continuing education and chief academic officer from 
each institution were identified to receive the personality inventory 
and the demographic questionnaire. A total of 210 individuals were 
sent the information, and 113 responses were received by the cut-off 
date. These represented a 54% return.
Personal data and demographic data were reported in tables. A 
nonparametric statistic was utilized to analyze the degree of 
relationship among the data obtained from the MBTI and the demographic 
questionnaire. The .05 level of significance was applied in all cases.
Results of the data analyses indicated that agreement was not 
significant between the two groups in the study. The investigator 
examined the four dimensions of personality types as an entity, as 
well as analyzed each of the dimensions separately between the two 
groups.
An examination of personality types of deans/directors of 
continuing education and chief academic officers was made of those 
in two-year versus four-year institutions. The educational level of 
these two groups was examined to determine if significant differences 
existed in this component.
ill
Analyses of the two groups In two- and four-year Institutions 
revealed that no significant difference existed between them. In 
examining the educational level of the persons who were employed in 
continuing education and those as academic officers, the data 
revealed that there was a significant difference in this area. Of 
the academic officers, 73% had terminal degrees as compared with 19% 
of the individuals in continuing education.
Analyses of the demographic data revealed that 57% of the 
respondents were from institutions that had an enrollment of between 
1,000-5,000, 70% of the respondents were very satisfied with their 
present positions, and 43% were between the ages of 40-49. In the 
area of education, 43 persons had completed a master’s degree, and 
58 individuals had a terminal degree.
iv
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Chapter 1 
INTRODUCTION
Off-campus education was designed by Thomas Aquinas and the 
Dominicans who "taught In the house of their order and In universities 
throughout Christendom In the Middle Ages" (Andrews, et al., 1980, p. 14), 
The upsurge of this type of extension programming was spearheaded by 
energetic private universities after World War I. During the last six 
to nine years, public universities have vigorously exploited off-campus 
activities. This type of instruction now includes many types of 
delivery methods as well as a spectrum of program topics. Instruction 
is given In factory plants, in shopping malls, in schools, during lunch 
hours, In collaboration with corporate enterprise, and is offered for 
graduate, undergraduate, and non-degree credit. These programs are 
facilitated by college faculty, persons from business, industry, 
government, banking, and entrepreneurs.
Milton Stern, Dean of the University Extension at the University 
of California at Berkeley, emphasized the Importance of the leaders of 
continuing education making an impact on the off-campus movement 
(Andrews, et al,, 1980). This could be accomplished by these Individuals 
making a conscious effort to keep an open dialogue with leaders of 
education and the relationship and impact of continuing education at 
post-secondary institutions.
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Statement of the Problem
The problem of the study was to determine If a significant 
difference existed In personality types between deans/directors of 
continuing education and chief academic officers in selected 
po&t-secondary Institutions in North Carolina.
Sub-Problems
In order to answer the problem statement, it was necessary to 
answer the following sub-problems:
1. To determine if a significant difference existed in the 
educational level of deans/directors of continuing education.
2. To determine if a significant difference existed In the 
educational level of chief academic officers.
3. To determine If a significant difference In personality 
types existed between deans/directors of continuing education of two- 
and four-year institutions.
A. To determine If a significant difference in personality types 
existed between chief academic officers of two- and four-year 
institutions.
Significance of the Study -
An extensive review of the literature revealed that no study has 
yet assessed the major personality dimensions of deans/directora of 
continuing education with those of chief academic officers of 
post-secondary institutions. This study attempted to determine 
which of the 16 personality types of the Myers-Brlggs Type Indicator, 
hereinafter referred to as MBTI, were predominant among leaders in 
continuing education as well as the leading academic officers of 
selected post-secondary institutions in North Carolina,
Carl Jung pointed out that Individuals perceive situations In 
two distinct and contrasting ways. In the first, sensing, a person 
becomes aware of things through use of the five senses. The second 
process, Intuition, utilizes ideas and associations that the unconscious 
places on perceptions coming to the person from an outside force 
(Myers & Myers, 1980). A few examples of this type of unconscious 
contributions are "man's hunch," "woman's intuition," creative art, and 
scientific discovery.
The significance of the study was to determine if there were 
significant personality differences among leaders in continuing 
education and the chief academic officers in selected post-secondary 
Institutions in North Carolina, The public institutions included 
component institutions of the University of North Carolina, community 
colleges, technical colleges, and technical Institutes. The non-public 
Institutions included senior Institutions and junior colleges. The 
focus was an attempt to investigate one of the many facets of lenders 
of continuing education/chief academic officer relationship, but one 
considered by the Investigator to be an Integral part of the educational 
setting in continuing education.
Purpose of the Study
The purpose of the study was to determine the personality types 
of deans/directors of continuing education and chief academic officers 
In selected post-secondary Institutions In North Carolina. Individuals 
who have an understanding of their personality types may communicate 
more effectively with others in the work force.
Limitations of the Study
The following limitations of the study were recognized;
1. The study Included selected institutions in North Carolina 
which provided education beyond high school. Those included were 
component institutions of the University of North Carolina, community 
colleges, technical colleges, technical institutes, non-public senior 
institutions and junior colleges. The approved private business and 
trade schools were not Included.
2. Only the chief administrator responsible for continuing 
education and the chief academic officer were included in the study.
3. The study was limited in scope by considering only those 
Variables of personality Included in Form G of the MBTI. The MBTI 
was published as a research Instrument in 1962 by Educational Testing 
Service and revised by Consulting Psychologists Press in 1975.
4. The study was conducted during the school year 1984-85.
Definitions of Terns
For the purpose of the study, the following terms were used 
Chief Academic Officer. The chief academic officer is the person in 
a post-secondary institution responsible for the overall academic 
administration of the institution.
Continuing Education. Continuing education is "the structured learning 
experience planned for adults by institutions, organizations, and 
agencies with the goal of producing change in the learner's 
knowledge, attitudes, values, skills, appreciation, awareness, and/or 
general capabilities and understandings" (Prisk, 1982, p. 1).
Synonyms include extended studies, life-long learning, off-campus 
programs, extension, and evening programs.
Educational Level. Educational level refers to the highest academic 
degree earned by an individual.
ExtraversIon. Extraversion is a fundamental human attitude. "Attention 
seems to flow out*— to be dravm out— to the objects and people of the 
environment. There is a desire to act on the environment, to affirm 
its Importance, to increase its effect" (McCaulley, 1981, p. 297). 
Feeling. Feeling is the function that arranges the contents of 
consciousness according to their value. Persons who are oriented 
to life primarily through feeling typically develop sensitivity 
to questions of what matters most to people, a need for 
affiliation, a capacity for warmth, a desire for harmony, and a 
time orientation emphasizing the preservation of the values of 
the past (McCaulley, 1981, p. 300).
Introversion. Introversion is a human attitude. Introverted Individuals 
typically are thoughtful, contemplative, and have an interest in 
clarifying concepts and ideas, In the introverted attitude, "energy 
seems to flow from the object back to the subject, who conserves this 
energy by consolidating it within his own position" (McCaulley, 1981, 
p. 297),
Intuition. "Intuition reEera to perception of possibilities, meanings, 
and relationships by way of insight" (McCaulley, 1981, p. 299),
Judging. Judging is "the process of coming to conclusions about what 
has been perceived" (Myers & Myers, 1980, p. 1).
Jungian Topology. Junglan topology is a theory of personality type 
based on Carl Jung's research and studies. The basis of the theory is
"much apparently random variation In human behavior la actually quite 
orderly and consistent, being due to certain basic differences In the 
way people prefer to use perception and judgment" (McCaulley, 1981, 
p. 294).
Perceiving. Perceiving Is ''the process of becoming aware of things, 
people, occurrences, and ideas" (Myers & Myers, 1980, p. 1).
Sensing. "Sensing refers to perception of the observable by way of the 
senses. Sensing establishes what exists" (McCaulley, 1981, p. 299). 
Thinking. "Thinking is the function that links ideas together by means 
of concepts, making logical connections" (McCaulley, 1901, p. 300). 
Typology. Typology refers to "a particular class of person in terms 
of dlchotomous variables. This term also designates a given Individual 
belonging to a given category" (McCaulley, 1981, p. 300).
Assumptions
The following assumptions were considered basic to the conduct 
of the study;
1, A need existed for a study to determine the personality types 
of deans/dlrectors of continuing education and chief academic officers.
2, The respondents' answers were considered as an effective 
indicator of their personalities. The MBTI was the most appropriate 
instrument for studying the personality types of deans/dlrectors of 
continuing education and chief academic officers.
3, The personality types of deans/dlrectors of continuing 
education and chief academic officers Influenced the organizational 
functioning of extended studies.
A. Any differences in the findings represented differences in 
personality types rather than a reflection of error in the 
data-gathering procedures.
Hypotheses
The following hypotheses stated in the null format were
Hqi: There will he no significant difference of personality types
between deans/dlrectors of continuing education and chief academic 
officers.
Hq2: There will be no significant difference on the extravert/
introvert dimension between deans/dlrectorB of continuing education and 
chief academic officers.
There will be no significant difference on the sensing/ 
intuitive dimension between deanB/directors of continuing education and 
chief academic officers.
Hq :^ There will be no significant difference on the thinking/
feeling dimension between deans/directors of continuing education and 
chief academic officers.
Uq :^ There will be no significant difference on the perceptive/
judging dimension between deans/directors of continuing education and 
chief academic officers.
HQg: There will be no significant difference in personality types
among deans/directors of continuing education of two- and four-year 
institutions.
Hq :^ There will be no significant difference in personality types
among chief academic officers of two-, and four-year institutions.
H : There will be no significant difference in the educational
08
level between deans/dlrectors of continuing education and chief academic 
officers.
Procedures
The problem of the study was to determine if a significant 
difference existed in personality types of deans/directors of 
continuing education and chief academic officers in selected 
post-secondary institutions in North Carolina. In solving this 
problem, the following procedures were used:
1. Names and addresses of the 16 component institutions of the 
University of North Carolina, 23 community colleges, 28 technical 
colleges, seven technical institutes, 30 non-public senior institutions, 
and eight junior colleges were compiled from the 1983-84 North Carolina 
Education Directory.
2. The names of the deans/directors of continuing education and 
chief academic officers were compiled by contacting the North Carolina 
Department of Community Colleges and communications with the President/ 
Chancellor of selected institutions.
3. The Center for Applications of Psychological Type, Inc., 
Gainesville, Florida, was contacted to obtain permission to use the 
MBTI.
4. An extensive review of related literature was completed.
5. The Demographic Information Questionnaire was designed by the 
investigator and was approved by the East Tennessee State University 
Advisory Committee.
6. The Demographic Information Sheet and the MBTI (Form G) vere 
mailed to persons identified as deans/directors of continuing education 
and chief academic officers,
7. The data were analyzed and interpreted by the Investigator,
8. The Office of Computer and Management Services, Appalachian 
State University, Boone, North Carolina, assisted in computing the 
significance levels in the hypotheses. The personality factors were 
compared, analyzed, and presented in tabular and narrative form.
Organization of the Study
The study was organized into five chapters. Chapter 1 Includes 
an introduction to the study, statement of the problem, significance 
of the study, purpose of the study, and limitations of the study. The 
chapter also contains definitions, assumptions, hypotheses, procedures, 
and the organization of the Btudy.
Chapter 2 is a review of the related literature.
Chapter 3 includes the research design and the procedures used 
in gathering the data for the study.
Chapter 4 includes the presentation of data and analysis of the 
findings.
Chapter 5 contains the summary, conclusions, and recommendations 
of the study.
Chapter 2 
REVIEW OF RELATED LITERATURE 
Introduction
Approximately 40 million adults are in some career transition in 
this country, and the majority of these individuals expect to obtain 
additional education and training. More than 17 million Americans were 
identified by the National Center for Education Statistics as 
participating in an organized learning program associated with a college, 
agency, job, or church (Prlsk, 1982),
Skills and professional competencies are outdated several times 
during one's lifetime. An individual who lived during the time of 
Thomas Jefferson received education as preparation for an entire life 
span. With the extraordinary advancement of technology, those who are 
educated will continue to seek educational experiences, more than ever 
before. The uneducated also have a great need for training to survive 
the changes of society.
According to a study by the National Center for Education 
Statistics (Frisk, 1982, preface):
•21 million Americans enrolled in adult education courses in 
1981.
•13% of the population over age 17 (21.3 million people) spent 
$2,2 billion on adult education in 1981.
•60% of the participants gave job-related reasons for taking 
adult education courses.
10
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•27% took adult education courses for social or personal 
.reasons, while 102 took them for general education.
*54% were under age 35.
'Women accounted for 56% of adult education participants.
The purpose of the review of literature was to closely examine the 
major personality dimensions which were assessed by the MBTI. The 
following sections of literature provided the foundation for this study.
Jung's Theory of‘Psychological Type 
The psychological types postulated by C, 6. Jung, a great Swiss 
physician-paychologlst, were four basic orienting functions (sensing, 
intuition, thinking, and feeling) used by everyone, but not equally 
preferred and developed. "The dynamic and growing command of mental 
processes was an Integral.part of the theory" (McCaulley, 198J., p. 14). 
The word "type" connotes to many people a static rather than a dynamic 
system. It appeared to many individuals that since Myers located data 
for each type in a type table that the types were "boxed in."
McCaulley (.1981) stressed the Importance of developmental dynamics of 
the theory.
Myers ([1962] 1975) Introduced the Manual with this statement:
The purpose of the Indicator is to Implement Jung's theory 
of type [1923]. The gist of the theory is that much apparently 
random variation in human behavior is actually quite orderly and 
consistent, being due to certain basic differences in the way 
people prefer to use perception and judgment.
"Perception" is here understood to Include the processes 
of becoming aware— of things or people or occurrences or ideas.
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"Judgment" Is understood to include the processes of 
coraing-to-conclusions about what has been perceived. JEf 
people differ systematically, in what they perceive and the 
conclusions they come to, they may as a result show 
corresponding differences in their reactions, in their interests, 
values, needs, and motivations, in what they do best and in what 
they like best to do.
Adopting this working hypothesis, the Indicator aims to 
ascertain, from self-report of easily reported reactions, 
people's basic preferences in regard to perception and 
judgment, so that the effects of the preferences and their 
combinations may be established by research and put to 
practical use, (p. 1)
Jung defined a function as "a particular form of psychic activity 
that remains the same in principle under varying conditions" (I1921J 
1971, p. 436). "I distinguish these functions from one another because 
they cannot be related or reduced to one another" (Jung, [1921] 1971, 
p. 437), The first two functions, sensation and Intuition, describe 
the two modes of perception; the latter two, thinking and feeling, 
describe the two modes of judgment for decision making.
One of the four functions becomes dominant in a person due to 
an inborn predisposition that, in normal development, makes activities 
associated with that function more rewarding and Interesting. 
Individuals cultuvate both skill and satisfaction within the realm 
governed mainly by their dominant function— either S, N, T, or F.
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This occurs because of the successive reinforcement Individuals 
receive and as persons specialize in the use of their dominant 
functions.
The characteristic attitudes, habits of mind, skills, and 
traits associated with that function begin to appear, and 
behavior becomes more predictable. Failure to develop a 
consistent orientation to life through the dominant 
function results, according to Jung, in a primitive or an 
undifferentiated personality. (McCaulley, 1981, p. 300)
Later in the developmental process, the auxiliary function is 
developed to complement the dominant function. If the dominant 
function is a judging function (T or F), the auxiliary will provide 
perception (S or N) and vice versa.
Jung (1923) said that people are different in fundamental ways 
even though they possess the same multitude of instincts. No one 
instinct is more important than another. The important element is 
the individual's preference for how to best function. These preferences 
led Jung to invent the "function types" or "psychological" types. Jung 
apparently believed that an individual's preference is "inborn" rather 
than developed fortuitously from infancy through life (Keirsey &
Bates, 1978).
Individuals were described by Carl Jung according to type in his 
book Psychological Types. Although Katherine Briggs used Jung's theory 
as the basis for developing the MBTI, one of the differences in these 
two personality descriptors was that Jung’s book did not describe 
individuals as having normal, balanced types with an auxiliary process
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at their disposal. The preferences were seen as pure In that each 
process had "maximum contrast between Its extraverted and Introverted 
forms who have little or no development of the auxiliary" (Myers &
Myers, 1980, p. 17). By Ignoring the auxiliary process, Myers projected 
that a distorted description of individuals would be used. For example, 
introverted types depend on the auxiliary for their extraversion (outer 
personalities) and their communication with others. To refer to 
introverted individuals without an auxiliary is to portray them as being 
unable to effectively communicate, to use their insights, or to have 
any impact on the world, A brief description of the 16 types is shown 
in Figure 1 (Lawrence, G, D,, 1979, p. 9).
The Sixteen Personality Types 
There are 16 different "people types" as shown by the 16 combinations 
of letters (Figure 2). The Type Table is a means for understanding all 
the types in relation to each other. It is arranged b o  that common 
preferences are in specific areas in the Table; therefore, individuals 
share whatever qualities that arise from those preferences. This is 
valuable in analyzing research data and for use in systematic personal 
observation of types.
Starting with the earliest and most observable choices, perception, 
the Table first divides for SN, All the sensing types are on the left 
half; all the intuitive types on the right half. Probably the next 
most discernible choice is Judgment, Dividing each half for TF produces 
the four combinations of perception and judgment. The second step is
Sensing Types Intuitives
Thinking Feeling Feeling Thinking
— ST—  — SF—  — NF—  — NT—
Figure 1 . Brief d es cription of the sixteen type*
E tl T J
Intuitive, Innovative ORCANIZER; 
aggressive, analytic, systematic, 
m o r e  tuned to new Ideas and 
possibilities than to people'* 
feelings, *
E S T  J
Fact-minded, practical ORGANIZER; 
aggressive, analytic, n y s t c m t l c ,
□ore Interested in getting the 
Job d on a  than in people's feelings.
I II T  F
Inquisitive ANALYZER; reflective, 
independent, curious, n or e 
interested in org an iz in g  ideas 
than situations o r  people.
I S T  P
Practical ANALYZER; v a l ue s  exactness; 
m or e  interested In org an iz in g  data 
than situations o r  people; reflective, 
a cooi and curious observer of llfo.
E  S T  r
REALISTIC A D A PT ER  In the world of 
m at er ia l  things; good naturcd, 
tolerant, easy going, oriented to 
practical, first hand cxpcrtanco; 
highly observant of d e t ai ls  of things,
E S F P 
REA LI ST IC  A D A P T E R  in human 
relationships; friendly and easy 
w i t h  people, highly o bs er va nt  of 
their feelings and needs; orlanted 
to practical, first Hand experience.
I S T  J
Analytical M A N AG ER  O F  FACTS AND  
.DETAILS; dependable, decisive, 
pai nstaking and systenatlc; 
concerned w it h  systens and 
organization; stable and conservative,
1 S F J
Sympathetic M AN AG ER  O F  FACTS AND 
DETAILS; concerned w i t h  peoples' 
welfare; dependable, painstaking 
and systematic; stable and 
conservative,
I S F P
Observant, loyal HELPER, reflective, 
realistic, onpathic; patient w it h  
details, gentle and retiring, shuns 
disagreements, enjoys the momant.
I N  F  P
Imaginative, independent HELPER; 
reflective, inquisitive, cmpatitle, 
loyal to ideals; ner o  interested in 
possibilities than practicalities.
E S F J
Practical IL\RMn;tiZER and v or ka r-  
ulcli-pcnplc; sociable, orderly, 
oplniencd, conscientious, realistic 
and well tincd to the here and now,
n r  j
Imaginative HARMON I ZF.R and u or kc r-  
ulth-people; sociable, expressive, 
orderly, oplnlanod, conscientious; 
curious about new Ideas and 
possibilities.
I I I F J
Pcople-orlcntud INNOVATOR of Ideas; 
sorlous, quietly forceful and 
poraerving; concerned, w i t h  the 
coimon good, w i t h  hel pi ng  others 
develop,
1 S T J
Logical, critical, d ec is iv e  INNOVATOR 
of ideas; sorlous, intent, highly 
Independent, c on cerned w i t h  
organization, d et ermined and often 
stubborn.
E N  F P
Warmly enthusiastic T LA KN ER  O F  CHANCE; 
imaginative. Individualistic; pursues 
inspiration wit h  inputsive energy; 
seeks to u nd erstand and lnsplru others.
F, S T  P
Inventive, analytical PLANNER OF CILINGE; 
enthusiastic and independent; pursues 
inspiration w it h  lnpulsiva energy! 
seeks to u nd erstand and Inspire other*.
Source; Peonlo tynon and tiger stripes by G. D, Lawrence, 1978,
TTninesvlllu, FL; C e n te r  fur A pp lications of Psychol eg leal 
Typo, p. 9.
Figure 2. The sixteen personality types
SENSING TYPES INTUITIVE TYPES
WITH THINKING WITH FEELING WITH FEELING WITH THINKING
ISTJ
Introverted Sensing 
with thinking
ISFJ
Introverted Sensing 
with feeling
INFJ
Introverted Intuition 
with feeling
INTJ
Introverted Intuition 
with thinking
ISTP
Introverted Thinking 
with sensing
ISFP
Introverted Feeling 
with sensing
INFP
Introverted Feeling 
with intuition
INTP
Introverted Thinking 
with intuition
ESTP
Extraverted Sensing 
with thinking
ESFP
Extraverted Sensing 
with feeling
ENFP
Extraverted intuition 
with feeling
ENTP
Extraverted Intuition 
with thinking
ESTJ
Extrayerted Thinking
with sensing
'
ESFJ
Extraverted Feeling 
with sensing
ENFJ
Extraverted Feeling 
with Intuition
ENTJ
Extraverted Thinking 
with intuition
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It Is important to remember that in going from one type to the next, 
only one preference changes at a time.
The third step is to divide for El. The introvert types are in 
the upper half of the Type Table and the extravert types are in the 
lower half. So the third step is
Sensing Types Intultives
Thinking Feeling Feeling Thinking
Introvert 1ST—  ISF—  INF—  INT—  ■
Extravert EST—  ESF—  ENF—  ENT—
The last division, for JP, divides each horizontal row. The
arrangement of the horizontal rows is designed to place, at the botton),
the E —  J's (extraverts with the judging attitude), The E -- Pfs, the
perceptive extraverts, are above them. Next, are the I —  F types,
the perceptive introverts. The top row is occupied by the I —  J
types, the judging Introverts, balancing the judging extraverts at the
bottom. The more resistant types, the thinkers at the left and right
and the judging types at the top and bottom, make a sort of wall
around the Type Table. The "gentler" FP types are inside.
Extraversion verBUB Introversion
The person who has a need for sociability and appears to be
energized by people prefers extraversion; whereas the individual who
is territorial (desires space) and prefers pursuing solitary activities
or ones involving few people is an Introvert. Extraverts experience
loneliness when they are not in contact with other people. An extreme
extravert who leaves a group of Individuals at a social'gathering at
two o'clock in the morning may be ready to go on to another function.
This person has almost been overcharged from receiving so much energy
from the interactions of others.
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Introverts are likely to experience a sense of loneliness when 
they are in a crowd. They are most "alone" when surrounded by people, 
especially stragners (Keirsey & Bates, 1978), Introverts enjoy 
Interacting with others, but, unlike extraverts, it drains their 
energy. Introverts seek out a quiet place and solitary activities 
to recharge, while these activities exhaust the extravert. If an 
extravert goes to the library, he may have to exercise great restraint 
to prevent himself, after fifteen minutes or so, from taking a "short 
brain break" and striking up a conversation with the librarian or 
anyone else around.
The questions which arise quite frequently are, "Does an extravert 
have an Introverted side, and does an Introvert have an extraverted side?" 
The answer to both of these questions is yes, but the preferred attitude 
(extraversion or introversion), "will have the most suppressed minority" 
(Keirsey & Bates, 1978). Jung claimed that If, through parental 
pressure, a child is coerced into living out of the inferior state, this 
falsification results in the individual's becoming disturbed later in 
life.
If a person prefers extraversion, this choice coincides with about 
75% of the general population (Bradway, 1964). Only 25% reported 
introversion as their preference, according to Myers (Bradway, 1964). 
Intuition versus Sensation
The Individual who is intuitive probably describes himself as 
innovative, and the person who has a natural preference for sensation 
probably first describes himself as practical. According to Bradway 
(1964), 75% of the general population reprots a preference for 
sensation while 25% indicates a preference for intuition.
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"The two preferences of sensation and Intuition are, of any of 
the preferences, the source of the most misceimnunlcatlon, 
misunderstanding, vilification, defamation, and denigration. This 
difference places the widest gap between people" (Keirsey & Bates,
1978, p. 17). The "sensible" person wants facts, trusts facts, and 
remembers facts. This individual might be described as earth-bound 
and rooted firmly in reality. When talking with individuals, 
sensation-preferring people want to know what experiences others have 
had. This is important to the "sensible" employer in hiring a person 
for a position because if an applicant has had experience, the 
employer feels the person has a sound basis for decision making.
Conversely, the intuitive-preferring employer is not necessarily 
interested in what an applicant has done in the part but in what an 
applicant verbalizes about the long-range projections of the 
organization— "what he would do in a hypothesized situation, what he 
might see as possibilities for growth for the organization, or how he 
would propose to handle a given problem" (Keirsey & Bates, 1978, p. 17).
The sensation-preferring types focus on what actually occurred 
in a situation rather than worry too much about what might have been 
or what will be in the future. These individuals remain in reality 
and, when work must be done, tolerate no nonsense. Generally, these 
persons are accurate in observing details. One the other side, the 
intuitive person, when entering a situation, will scan and at .tiiftes 
is aware only of those things that are related to the current activity, 
missing details noted by the sensible person,
The intuitive person lives In anticipation and often experiences 
a vague sense of dissatisfaction and restlessness. These individuals 
are constantly looking for possibilities of changing or improving the 
actual. As a result, lntultives can skip from one activity to the 
next, perhaps completing none. Jung (1923) described the intuitive 
as one who plants a field and then is off to something new before the 
crop is even beginning to break ground. Others can be left to reap the 
benefit of the intuitive's past inspirations. Therefore, to the 
sensible, the intuitive seems to be impractical, unrealistic, and 
flighty. On the other side, the intuitive at times views the sensible 
as plodding and exasperatingly slow to see possibilities.
Thinking versus Feeling
Persons who are more comfortable with the impersonal, objective 
Judgnents and uncomfortable with personal judgments are called the 
thinking types by Jung. Others who are more comfortable with value 
judgments and less with being objective and logical are feeling types.
The dedicated feeling types are a bit put off by rule-governed choice 
because this is an impersonal means of dealing with situations,
The T-F dimension is the only pair of preferences which shows a 
sex trend (Myers, 1962) and is distributed equally in the general 
population (Bradway, 1964). More women than men (6 out of 10) report 
that they prefer deciding on the basis of personal impact (feeling),
More men than women (6 out of 10) report that they prefer to make 
decisions on the basis of principles, that is, logically and objectively.
Keirsey and Bates (.1978) stated that people who use the F 
preference as the basis for decisions claim, at times, that T-preference
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people are "heartless," "have Ice In their veins," and are "cold, 
remote intellectualizers who are without the milk of human kindness."
The T-preference people may claim, at times, that the F people are "too 
soft hearted," "incapable of standing up in the face of opposition," 
"unable to take a firm stand," "too emotional," "illogical," "fuzzy 
thinkers," and people who "wear their hearts on their sleeves."
Doth T and F types can react emotionally and with the same intensity 
in situations. The difference is the F person who tends to make his 
emotional reactions more visible.
When the F type does become emotional— when his hands become 
moiBt, when color flushes or drains from his face, when his 
body trembles, when his heart beats faster, and when conscious 
control of the body is lost— others are affected by this. The 
emotional reactions of F people tend to be contagious and to 
generate heat. (Keirsey & Bates, 1978, p. 21).
When the T person becomes emotional, the visible body reactions are not 
as evident. Therefore, they are often described aB unemotional and cold. 
In reality, they may be experiencing as intense an emotion as an F 
person. The F person sometimes seems to enjoy the display of feelings 
while the T person, in fact, sometimes seems embarrassed by a show of 
intense emotions.
Once an F person understands that a T person does have deep, 
though not always visible, emotions, and once a T person 
realizes that an F person can think logically, although he 
may not always verbalize his logic, misunderstandings between 
them are apt to dissipate. (Keirsey & Bates, 1978, p. 21)
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Judging versus Perceiving
Persons who report a need to have closure on matters, to have a 
sense of urgency about decisions being made and then be at rest once 
the decisions have been made are likely to be the judging types of 
individuals. People who prefer to keep things open and are apt to 
experience resistance to making a decision, wishing that more data 
could be accumulated as the basis for a decision, are likely to be 
perceiving types.
Perceptive types look at established deadlines as mere alarm clocks 
which buzz at a designated time and are easily turned off or ignored. It 
Is as if the deadline were used more as a signal to start rather than 
to complete a project. Judging types establish deadlines and tend to 
take them seriously, expecting others to follow suit.
Sometimes P people, who are responsible to their superiors in 
meeting deadlines, become anxious and react by moving real deadlines 
ahead to artificial ones. The J person, In the same situation, tends 
to communicate to subordinates the actual deadline set by management 
and expect the deadlines to be met.
The term judging is often seen as "judgmental," and perceiving 
as meaning "perceptive." P people are no more perceptive than J 
people, and J people are no more judgmental than P people. A clearer 
distinction could be made by describing judging persons as individuals 
who strive for and value getting closure on matters, and perceptive 
people as those who prefer and value the open-ended situations.
Judging types appear to have a work ethic that work comes before 
all else— -work must be completed for one to rest or play. J's will
23
do preparation, maintenance, and cleaning up just because these are 
necessary.
Perceptive types, on the other hand, seem to have a play ethic.
Work need not be completed before play or rest begins. If the process 
of work is not directly instrumental (I.e., preparation, maintenance 
or clean up), these individuals may balk at completing the task or find 
something else to do. P's are much more insistent that the work be 
enjoyable. Perceptive persons are more process-oriented» while judging 
types are more outcome-oriented.
In summary, the four pairs of preferences may be characterized by 
pairs of words and phrases as shown in Figure 3 (Keirsey & Bates, 1978, 
pp. 25-26).
Identifying the Dominant Function 
Myers devised a way to determine which of the two preferred functions 
was dominant and which was auxiliary in an Individual. In the early days 
of type watching, Briggs (Myers & Myers, 1980) had noticed that behavioral 
characteristics associated with dominance of a perception function 
(either S or N) included receptiveness, adaptability to change, curiosity, 
and spontaneity. She also noticed that a dominance for extraverting a 
judgment function (either T or F) included a willingness to apply oneself 
to tasks, decisiveness, a preference for order and system in the present, 
and for long-range plans for the future,
The fourth function, the judgment-perception (JP) index, was 
developed to track these behavioral indicators. The primary function 
of this index was to make it possible to identify the dominant and 
auxiliary functions of individuals. Therefore, if a person reported
Figure 3. Descriptors of the four temperaments
E(7Vi of population! versus I O i "  nf popul.nIon)
Sociability ................. .  T ur rlcorlolIty
I n t e r a c t i o n ....... . .... , ...... Con centration
nxtorn.il  . . . . . . . . . . . .........  Inciirn.il
Bread tli   . . .. .. .. .......... Depth
Extensive ......... \ ........ .  Intensive
M ul ti pl ic it y  of relationships .... M a l t e d  relationships
Expenditure of cnerplus .......... C onservation of onurple*
Interest in external events .....  Interest In Internal reaction
fi(75il of population) versus N fj y.  of population)
E x p e r i e n c e . . . . . . . . . . . . .. . . . . . . . . H unches
Fas t   ................. . ....... Future
R e a l i s t i c .............. .......  Speculative
Perspiration ...................  Inspiration
A c t u a l ....... . ............ .  Possible
R n v n - t o - e a r t h . . .. .. .. ........ .  Ilcad-ln-clnwds
U t i l i t y   .... . ............. F antasy
Fact  . . . . . . . . . . . . . ............  Fiction
P r a c t i c a l i t y ....... . ....... .  Ingenuity
S en sible  .... ....... . .......  Imaginative
TfOfl" of population) versus ” 11(1* nf pnpulntInn)
O b j e c t i v e   ...............  S ub jective
P r i n c i p l e s ........ .  Values
P o l i c y ....................... .  Social values
L a w s . . . . . . . . . . . . . . . . . . . . . . . . . .  Extenuating
c ir cumstances
Cri te ri on   ..... . ..........  Intlnacv
F i m n e s s  .....................  Persuasion
I m p e r s o n a l   . . . . . . . . . . . . . . .  Personal
J us ti ce   . . . . . . . . . . . ...........  Hum an e
Cat egories . ...... . ............  Har mo ny
S ta ndards  ...... . ....... .  Good or bad
Cri ti qu e   .....................  A pp reciate
A n a l y s i s . . . . . . . . . . . . ..........  Sympathy
A l l o c a t i o n ....... . ............  Devotion
Jf>OT. of population versus PfSO" of nonul.itlon)
Settled . . . . . . . . ...............  Pending
Decided .......................  Gather no re data
Fixed . . . . . . . . . . . . . . . . . . . . . . . . .  Flexible
Plan a h e a d ...... . .............  Ada pt  as you go
Run one's l i f e . . . . . . . . . . . .....  Let life happen
C l o s u r e ................... . Ope n  options
D e c is io n- ma ki ng   ...... .  T re as ur e  h u n ti ng
P l a n n e d   . . . . . . . . . . . . .....  Ope n  ended
Completed ..... . ...............  Emergent
D ec is iv e  ......................  Ten ta ti ve
W r a p  It up  ..... . ......  Som et hi ng  util turn up
Urgency  . . . . . . . . . . . . .  T h e re 's  ple nt y  nf tine
D eadline! ...... . ............. .  What deadline?
Got sho w  o n  the r o a d . . . . . . . . . . .  h u t ’s wait and see
Source: Please und er st a nd no by D. tf. Keirsey A M. Rates, 1070,
Cainesvllte, Fht C e n te r  for A pp li ca ti on s  nf 
Psycholuglc.il Type.
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a preference for judgment, then the J function (either T or F) was 
extraverted; If the person was an extravert, then that function was the 
dominant.
McCaulley (1981) gave the example of comparing the difference shown 
by the JP Index for two types, ESTP and ISTP, In this example, both 
individuals preferred the perception (P), In other words, both persons 
would Indicate a preference for openness to the environment, spontaneity, 
and curiosity. The JP Index was designed to elicit attitudes and 
behaviors that were extraverted. The choice of perception (P) was 
Indicative that the perceptive function was extraverted.
For ESTP, being an extravert, the extraverted function is 
dominant and ESTP is described as an extraverted sensing type 
with thinking as auxiliary. For ISTP, however, being an introvert, 
the extraverted perceptive function is the auxiliary, leaving the 
other preferred function, T, to be identified as dominant. ISTP, 
therefore, is called the intraverted thinking type with sensing as 
auxiliary, (McCaulley, 1981, p, 303)
Taking into consideration the two attitudes and the four functions, 
there are sixteen possible Junglan types, all of which can be identified 
by the MBTI (see Figure 4),
The Type Table and Descriptions 
A basic premise of the type theory was that the different preferences 
interact, In order to provide a consistent framework for understanding 
these associations, Myers devised the type table, specifying the 
individual type as the basic unit. Each type shares three of the four 
preferences with all adjacent types, A type table for a population shows
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Figure 4, The Junglan types 
Extravert with 
sensing dominant
(and introverted thinking as auxiliary ESTP
C
(and introverted feeling as auxiliary ESFP
Extravert with (and introverted thinking as auxiliary ENTP
(
intuition dominant (and introverted feeling as auxiliary ENFP
Extravert with 
thinking dominant
(and Introverted sensing as auxiliary ESTJ 
(
(and Introverted intuition as auxiliary ENTJ
Extravert with 
feeling dominant
(and introverted sensing as auxiliary ESFJ 
(
(and Introverted intuition as auxiliary ENFJ
Introvert with 
sensing dominant
(and extraverted thinking as auxiliary ISTJ 
(
(and extraverted feeling as auxiliary ISFJ
Introvert with . (and extraverted thinking as auxiliary INTJ
(
intuition dominant (and extraverted feeling as auxiliary INFJ
Introvert with 
thinking dominant
(and extraverted sensing as auxiliary ISTP 
(
(and extraverted intuition as auxiliary INTP
Introvert with 
feeling dominant
(and extraverted sensing as auxiliary ISFP 
(
(and extraverted Intuition as auxiliary INFP
Source; Jung's theory of psychological types and the 
Myers-Briggs Tvne Indicator by Mary H. McCaulley, 1981, 
Gainesville, FLj Center for Applications of Psychological Type,
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the number of persons falling In each type. Figure 5 shows the type 
structures as defined by the four letters and the positive 
characteristics of each type.
Temperament
Temperament can be a key to understanding an individual's basic 
motivations. Temperament Is that element which drives people (Emerson, 
1981). A person hungers for whatever it Is that motivates .from deep 
within. For example, an Individual who needs action would feel 
frustrated answering the phone all day. This type work would quickly 
diminish that person's self-esteem and sense of satisfaction.
Keirsey and Bates (1978) in their modernization of ancient 
temperament theory selected Greek gods to represent each of the four 
temperaments. The spirit of each god epitomizes one of the four 
motivations. Freedom is represented by Dionysius, Duty by Epimetheus, 
Power by Prometheus, and Spirit by Apollo. Excluding extraversion and 
introversion, Keirsey related the four combinations of the MBT1 of 
Sensing, Intuition, Thinking, Feeling, Judgment, and Perception to the 
four basic temperaments or motivations.
Dionysian Temperament— Sensing Perceivers
The Dionysian (Freedom) temperament motivates people to express 
freedom in action. Symbolized by Dionysius, god of vegetation and wine 
"who celebrates the abundance and joyful nature of life, this temperament 
is found in 38% of the population" (Emerson, 1981, p. 10). In MBTI 
terms, this is represented as Sensing Perceivers (SP) who are 
individuals that enjoy spontaneous, active, energetic life-styles and 
are generally high achievers in sports and the performing arts. To
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riniire S . Effects of c ombinations of preferences
SEN'S IliC TYPES
W IT H  T MK KI Sf i WIT H  FEELING
I S T  J
Sorlous, quiet, e a r n  success by 
cnncentrnclon and thoroughness. 
Practical, orderly, raattor-of-fact, 
luglcnl, realistic and dependable. 
See to It that everything is veil  
•organized, T ak e  responsibility, 
".ike up their own min ds  as to 
-* jit should be a cc omplished and 
wor k  toward It steadily, 
regardless of protests or 
distractions.
Live tliolr out er  life more wit h  
thinking. Inner w o r e  w i t h  sensing.
I S r  J
quiet, friendly, responsible and 
conscientious, W o r k  devotedly to 
seat their obligations and serve 
their friunds and school. Thorough, 
painstaking, accurate, ibiy need 
tine to master technical subjects, 
a s  t h e i r  Interests are not often 
tcchntcal. Patient w it h  detail and 
routine. Loyal, considerate, 
concerned wit h  h o w  Dthur people 
feel.
Live their outer life core with 
fooling, Inner m o r e  wit h  sensing.
I S T P
Cool onlookers, quiet, reserved, 
o bs erving and ana ly si ng  U f a  with 
detached cur io si ty  and unexpected 
flashes nf original humor. Ununlly 
Interested in Impersonal principles, 
cause and effect, or h ow  and why 
m echanical things work. Exert 
t hemselves no m or e  than they think 
necessary, b ec au se  n nv  w as te  of 
energy would be inefficient.
Live their outer U f a  nor a  w i t h  
sensing, Inner m o r e  wit h  thinking.
I S F F 
Retiring, quietly friendly, 
sensitive, nodust about their 
abilities. Shun disagreements, 
do not force thalr opinions nr 
v al ue s  o n  others. Usually d o  not 
care tn lead hut a r e  often loyal 
folievurs. H ay  be rather rcloxcd 
about assignments or gutting things 
done, because they enjny the present 
noa un t  and do not want to spoil It 
by undue haste o r  exertion.
Live tltelr outer life more ulth 
sensing, inner m o r e  with fueling.
E S T P
M atter-of-fact, d o  not worry o r  
hurry, enjoy w h a t e v e r  comes along. 
Tend to llko mechanical things and 
sports, w i t h  friends o n  the side, 
H u y  be ,1 bit blunt or Insensitive, 
C a n  do m a t h  or sciunco whe n  they 
sue the need. Dislike long 
explanations. Are best w it h  real 
things that c an  b a  uorkud, handled, 
taken apart o r  put hack together.
Life thalr o ut er  life mor e  ult h 
sensing, inner m ar c  w i t h  thinking.
i s r f
Outgoing, easygoing, accepting, 
friendly, fond of a good time, 
L l k o  sports and m a k in g  things. 
K n o w  what's going o n  and join In 
eagerly. Find remembering facts 
e asier than mas te ri ng  theories. 
A r e  best in situations that need 
sound common sense and practical 
ability w i t h  people as wall o s  
w i t h  things.
Live their outur life nora wit h 
sensing, inner n or e  wit h  feeling.
E S T  J
Practical realists, n a t l c r - o f - f a c t , 
w i t h  a natural head for business 
or mechanics. N'et Interested in 
subjects they sec no use for, but 
c an apply thensclvea whe n  necessary. 
Like to o rg an is e  and run activities. 
[Tend to run things uoll, especially 
If they remember to consider other 
puoplo's feelings and points of 
v i e w  whe n  m a k in g  their decisions.
E S F J
L'arn-hearted, talkative, popular, 
conscientious, born coopcrntnrs, 
active cosnittec nenhurs. Alw ay s 
d o i n g  something nice for sumoone. 
I.'ork best with p l e nt y  of e nc ou ra ge ­
m e n t  and praise. Little interest 
In abstract thinking or technical 
subjects. Main Interest is in 
things that d ir ectly and v is ib ly  
affect peoplu's lives,
Live their outer life marc w i t h  Llvo their outur life note w i t h
thinking, Inner m or a  u l t h  sensing, fooling, inner m o r e  ulth sensing,
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Fl£uro_5. (continued)
I.'.TUmVES
WITH FEELIKC_____________________ WITH THISKIKG
i r j
Succeed by perservancc, orlglnal- 
lcy and tieslro to do whatever la 
needed o r  uanted. F uc  their beat 
offorta Into their work. Qui et ly 
forceful, conscientious,.concerned 
for others. Res pe ct ed  for their 
flro principles. Likely to be 
honored and followed for their, 
c le ar  convictions as to how best 
to serve the com mo n  good.
Live their outer life nore u lt h 
feeling, Inner not e  w it h  Intuition.
1 K T  J
Have original min ds  and great drive 
w hi ch  they u s e  o nl y  for their own 
purposes, In fields that appeal 
to then they hav e  a fine power to 
o rg an is e  a Job and carry it through 
u l t h  o r  without holp. Skeptical, 
critical, Independent, determined, 
o ft en  stubborn. Must learn to yield 
less Important points In order to 
w i n  the n o a t  Important.
Live their out er  U f a  n or e  u lt h 
thinking, Inner mare u l t h  Intuition.
I N F P
Full of enthusiasms and loyalties, 
hut seldom talk of these until they 
k n o w  you uoll. C a r e  nbout learning, 
Ideas, language, and Independent 
projects of their own, Apt to be on 
y ea rb oo k  staff, perhaps as editor. 
Tend to undertake too much, then 
s om eh ow  get It dono. Friendly, but 
o ft un  too absorbed In what they arc 
d oi ng  to be soclablo Dr notice nuch,
Live thalr autar U f a  more w i t h  
Intuition, Inner m o r a  ulth feeling.
I S I F
Quiet, reserved, brilliant In 
exams, especially In theoretical 
or scientific subjects. Logical 
to the point o f  hair splitting. 
Interested mainly In Ideas, with 
little liking for partlos o r  small 
talk. Tend to have ver y  sharply 
defined interests, Meed to choose 
careers where some strong Interest 
of thalrs can be used and useful.
Live their o ut er  life m a r e  with 
Intuition, Inner nor a  w i t h  thinking.
E S F P
W ar ml y  enthusiastic, high spirited. 
Ingenious, Imaginative. Able to 
d o  almost anything that Interests 
then. Q ui ck  w i t h  a solution for 
a ny  dif fi cu lt y  and ready to help 
a ny on e  w i t h  a problem. O ft en  taly 
o n  thuir abi li ty  to improvise 
Instead of preparing In advance.
Can always find c ompelling reasons 
for w h a t e v e r  they want,
Llva their outer life m o r e  with 
Intuition, inner n o r e  w i t h  feeling.
E H T  P
Quick, Ingenious, good at many 
things. Stimulating company, 
alert and outspoken, a r g u e  for 
fun o n  either side of a question. 
Resourceful in solving n ew  and 
challenging problems, but may 
neglect routine assignments.
T ur n  to one n ew  Interest after 
another. Can always find logical 
reasons for w ha ta ve r  they want.
Live their o u t e r  life m o r e  ulth 
Intuition, Inner n or o  u l t h  thinking.
h :i f j
Responsive and responsible. Fool 
real c on ce rn  for uhst others think 
and want, and try to handlu things 
wit h  d u o  regard for other p e o p l e ’s 
feelings. C an  present a proposal 
or lead a  group discussion w it h  
ease and fact. Sociable, popular, 
nctivu in school affairs, but put 
tina enough on tliolr studies to do 
good work.
Live their o u t e r  life m or e  w it h  
fueling, inner more w i t h  Intuition.
E .1 T  J
Hearty, frank, able In studies, 
leaders In activities. Usually 
good In any th in g  that rcqulrus 
reasoning and intelligent talk, 
such as puhllc speaking, Arc 
w o l l - l n f o m e d  and keep add in g  to 
their fund of knowledge. May 
sometimes bo mor e  p os it iv e  and 
confident than their experience 
In an area warrants.
Llvo their o u t e r  life n o r o  with 
thinking. Inner nar a  w i t h  Intuition.
•u
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these persons, life Is to be enjoyed as fully as possible in the 
present. Consequently, SP's need to be where the action Is and operate 
well In emergency, high-risk situations. SP*s become easily bored If 
activities are not varied,
Emerson (1981) stated that these Individuals gravitate toward 
occupations Involving action, variety, physical precision and stamina, 
and freedom to test the limits of their abilities, with time for jokes, 
entertainment, and vacations. Jobs Involving the use of heavy equipment 
and tools appeal to action-oriented SP's, They also appear to like 
racing cars, being on rescue teams, doing detective work and may be 
successful musicians, entrepreneurs, professional athletes, bartenders, 
dancers, and entertainers of all sorts.
SP's may frustrate others who expect them to adhere to commitments 
and follow established policies and patterns. They often charm and 
fascinate friends with fun-loving stories. Because SP's are super­
realists, they can be counted on to help others negotiate their way 
through any crisis. ■
Eplmethean Temperament-Sensing Judgers
The Eplmethean (Duty) temperament has a need for belonging and has 
a strong sense of social units, such as family, corporations, community 
and fraternal organizations, church, and national and cultural groups. 
Emerson (1981) found that 38% of the population was described as Sensing 
Judgers (SJ). These Individuals are the most content when they are 
being UBeful--woxklng hard, carrying on traditional valueB, maintaining 
institutions, and establishing law and order,
"SJ's are strongly represented in the most stable Institutions in 
our society; schools, hospitals, Institutions serving the poor
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and handicapped, law enforcement, the military (especially as a 
lifetime career), civil service, banking, secretarial work, and 
accounting" (Emerson, 1981, p. 1). These individuals are often 
described as "pillars of society." Without SJ's, much would be left 
undone in our lives, although other temperaments find them overly 
serious and burdened by self-chosen responsibility.
Promethean Temperament-Intuitive Thinkers
The Promethean (Power) temperament wantB knowledge, competence, 
and power. Of the population, only about 12% has this temperament, 
symbolized by Prometheus, who stole fire from heaven to give the 
power of light and energy to humanity. In T1BTI terns, these 
Individuals are Intuitive Thinkers (NT); and they seek to control, 
understand, predict, and explain the nature of the universe— precisely 
the objectives of science, NT's want to know everything and are 
continually adding to their knowledge. They may be impatient with 
others who are less motivated by the desire to know and may be hard 
on themselves if they make a mistake or do poorly on a test. These 
individuals have tendencies to be perfectionists, demanding high 
standards both for themselves and others, are tense and compulsive, 
rarely satisfied, arrogant about their achievements, and generally 
unaware of the emotional needs of the people around them.
NT's appear to be the least understood by the other temperaments, 
and consequently they may shield themselves by their superior attitude. 
This attitude is often matched by accomplishments in the "fields of 
engineering, mathematics, the sciences, philosophy, architecture, 
computer technology, research and development, organizational
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management, and manufacturing" (Emerson, 1981, p. 12). There would not 
be a theoretical framework for science and technology without NT's, 
Apollonian Temperament— Intuitive Feelers
The Apollonian (Spirit) temperament, in MBTI terms Intuitive 
Feelers (NF), is visible in the search for personal identity and the 
establishment of the meaning and purpose In life, Apollo, the god of 
music, prophecy, poetry, and healing stood for the ideal of purity of 
spirit and commitment to helping others. Within the population, 12% 
of the people are of this temperament.
One of the primary concerns of NF’s Is living their lives to 
show significance to humanity and assisting others to understand the 
significance of their lives. "HF'b often become ministers, psychologists, 
therapists, counselors, teachers (especially of the humanities and 
social sciences), and social workers, where they can express their belief 
in the possibilities in people" (Emerson, 1981, p. 13). To others, NJ's 
may seem to overdramatize and romanticize the happenings In their lives. 
Other types may perceive the NF's to be naive( unconventional, and 
unrealistic.
A little of each of the temperaments is a part of every person.
The motivating factors for each temperament may vary, but most people 
do seem to Inherently fall Into one of the four categories (Figure 6).
Potential for Learning 
Teachers and students have been teamed together by same type and 
different type so they could understand and experience how the process 
of working together changes with type, Isabel Myers was concerned 
with the problem of students who grew to dislike school and to feel
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Figure 6. The four temperaments
Dionysian Eplmethean
Sensing Perceivers Sensing Judgers
motivated by motivated by
FREEDOM and DUTY and
ACTION RESPONSIBILITY
38% 38%
Promothean Apollonian
Intuitive Thinkers Intuitive Feelers
motivated by motivated by
POWER and SPIRIT and
KNOWLEDGE UNITY
12% 12%
Source: A matter of preference by Dorothy Emerson, 1981.
Dorothy Emerson & Luzader.
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like failures. It was her belief that these persons were sensing 
types who, without understanding the sounds and letters of things and 
numbers, tried to learn math and reading by memory. It was the 
Intuitive person who readily Identified the patterns, and the sensing 
student who did not understand unless specifically taught. Other ways 
of learning these skills in the elementary grades were not readily 
available to these sensing type persons, As a result, the students 
became discouraged and disruptive. As a follow-up to this conclusion 
and to confirm her thinking on this, Isabel Myers tested five hundred 
adults who had not completed the eighth grade. All but two of the five 
hundred were sensing types.
A study was conducted to measure the influence of noncognltlye 
factors and the learning process (Mcars & Hixson, 1970), The subjects 
were students enrolled in a general psychology course. Each person 
completed the MBTI and was then assigned to one of four treatment groups: 
(1) that in which individuals performed a verbal discrimination learning 
task with a positive set (i.e., "Your Myere-Briggs score indicates you 
will do very well"); (2) that in which the persons performed the same 
task but with a negative set (i,e., "Your Myers-Briggs score indicates 
you will not do well"); (3) that in which members performed a ■ 
paired-associated learning task with a positive set; and (4) that in 
which individuals performed a paired-associated learning task with a 
negative set. The results of the study showed no significant differences. 
The data did not support the hypothesis that the noncognltlye factors 
affected this type of learning.
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Albert Smith’s study 0-9.731 cgnfi^ed the positive correlation 
between college teaching methods and learning styles, The strategy for 
improving college teaching Included (a) a method for measuring student 
learning styles; (b) a design of alternative learning activities for 
student learning types; (c) the matching of student styles and 
Instructional activities; and (d) a research model for Improving 
college teaching. This research conducted at the University of Florida 
Indicated that there was a correlation between a student's score on the 
MBTI and the preference for college teaching methods. It was also 
determined that Individualization of Instruction accompanied with a 
variety of learning experiences was a desirable teaching strategy for 
college teachers.
The growth of Interest In personalized learning prompted educators 
to combine the Jungian psychological theories of perceiving and judging, 
A sample of 354 full-time community college teachers and 335 first-term 
community college freshmen was compared within this framework (Roberts, 
1975)., The most significant difference between the teacher and student 
typologies was in sensing (a person values the Immediate realities of 
direct experience) versus Intuition (one prefers the Inferred meanings, 
relationships, and possibilities of experience). The students scored 
high on sensing and judging, and the teachers scored high on Intuition 
and perception. The sensing types learned best In a systematic manner 
using primarily the five senses, and the intuitive individuals learned 
best in a flexible environment that relied heavily on language.
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■ Type Differences In Career Choices
Data are available on college majors and persons In selected 
careers, Inasmuch as It can be shown that persons tend to choose fields 
of study and careers which should attract their type, the distributions 
of type of these samples contribute to the validity of the MBTI 
(McCaulley, 1981). Some of these findings were that business attracts 
practical and matter-of-fact ST types and realistic and extraverted ES 
types. Science and math appear to be attractive to the logical and 
ingenious NT types. The humanistic, enthusiastic, and insightful NF's 
are significantly attracted to the humanities, arts, counseling, 
psychology, psychiatry, and journalism (McCaulley, 1981), The 
sympathetic and friendly SF types, with their interest in practical 
action (S) for people (F), tend to be attracted to elementary school 
teaching (Cage & Austin, 1979; Carlyn, 1976; McCaulley, 1973) and to 
bedside nursing, general practice, and patient care. Judging types, who 
theoretically should be quicker at decision making than perceptive types, 
are in the majority among business executives (Ohsawa, 1975), school 
principals (.von Fange, 1961), police officers (Hanewlcz, 1978), and 
in other fields where decisiveness is appropriate. It is important to 
note that all sixteen types appeared in every career on which sizeable
samples exist. In no careers studied were all types represented in
equal proportions.
A questionnaire given by Dr. W. Harold Grant (1965) to freshman 
classes at Auburn University contained this question;
What do you consider the most Important feature of the ideal job?
(A) provides an opportunity to use one's special abilities
(B) permits one to be creative and original
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(C) enables one to look forward to a stable and secure future
(D) provides one with a chance to earn a good deal of money
(E) gives one an opportunity to be of service to others
The types that favored the stable and secure future were all 
sensing typeB. Seven of the eight Intuitive types favored the 
opportunity to be creative and original. The sensing types were more 
concerned with job stability than with the nature of the job, whereas 
the intultives wanted to find fulfillment in the job itself, preferably 
by doing something creative.
The one preference that appeared to have the most Influence on 
occupational choice is the SN preference, which determines to a large 
extent what will Interest Individuals. Intultives are drawn to situations 
in which they look at a variety of possibilities, and sensing types prefer 
occupations that let them deal with a constant stream of facts.
The TF preference is probably the next moat Important. People who 
prefer feeling are best in matters Involving people, whereas thinking 
types are more skillful in dealing with matters that pertain to 
Inanimate objects, principles, or theories— none of which have any 
unpredictable feelings and all of which can be handled logically.
Each of these four combinations of perception and judgment tends 
to produce distinct interests, values, and skills. Figure 7 shows 
the range of frequencies from 0 to 81% for 15 groups (Myers & Myersf 
1980, p. 159).
Individuals should not be discouraged from pursuing gn occupation 
because they are "not the type," When an occupation is seldom chosen by 
persons of their type,
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Figure 7. Distribution of types
Occupations
Accountants
Bank Employees
Salest Customer Relations
Creative Writers
Research Scientists
Fields of Graduate Studies 
Theology (Liberal)
Law
Fields of College Studies
Finance and Commerce
Nursing
Counseling
Science
Health-Related Professions
Education
Journalism
Physical Education and Health
occupational and academic groups 
SF(%) NFtt) NT(Z)
23 4 9
24 11 18
81 8 0
0 65 23
0 23 77
15 JiZ. 25
10 17 42
21 10 18
44 34 7
9 76 9
5 26 57
36 44 7
42 39 6
23 42 20
34 24 10
within
ST(Z)
64
47
11
12
0
3
31
Jit
15
6
12
13
13
15
32
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the prospective worker [sic]' should investigate the job thoroughly 
and if they still want to pursue it and are willing to make the 
effort required to be understood by their co-workers, they may be 
valuable as contributors of abilities that are rare among 
co-workers (Myers & Myers, 1980, p. 160).
Ideally, co-workers constitute a team who with a common purpose work for 
the same general goal. Differences in type can be an asset because they 
help people to do and to enjoy widely different kinds of work.
Continuing Education in Higher Education 
Almost all the American universities today offer conventional 
extension courses to adults within the service region of the institution. 
The universities have progressed from merely offering the conventional 
collegiate courses to including classes in the "curriculum which are 
designed to enhance the quality of individuals as Individuals and to 
increase their effectiveness in their vocations or professions and as 
citizens of a free society" (Shannon & Schoenfeld, 1965, p. 4),
At one time, older students stated that the primary reason for 
pursuing coursework was for employment purposes. Today, the reason 
for the influx of older students is more varied. Houle (1961) divided 
these into three categories: the goal-oriented adults, those with
fairly clear-cut academic, economic, or professional objectives; the 
activity-oriented students, those who take.part because they find in'the 
circumstances of the learning a meaning outside of the content; and the 
learning-oriented, those who want to learn more for its own sake (Houle, 
1961). Educators must constantly evaluate the academic needs of adults 
and be willing to provide the educational courses that will "provide
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members of the community with information concerning the very practical 
and vital issues facing society today" (Flaherty, 1978, p. 376).
The adult students enrolled in higher education institutions have 
been primarily in the age group of 30 to 55, In the future, this age 
span will broaden because more individuals of retirement age are opting 
to take some of the educational courses which they had been too busy to 
take or denied previously (Flaherty, 1978).
As could be expected, extension education has had its problems. 
Both educational and legal questions have surfaced in regard to the 
monitoring of the programs, accountability for the courses, and doubts 
pertaining to the Jurisdiction under which a degree program functions.
In 1976, the Council on Fostsecondary Accreditation (COFA) went on 
record as being disturbed by ", , , at least a handful of colleges and 
universities apparently , , (Valley, 1977-78, p. 4) having 
established off-campus degree programs that were not equivalent 
academically to those on campus and by the inadequate supervision from 
the sponsoring institution. Others have argued that with declining 
on’-cnmpuB enrollments, the adult students are a new clientele that have 
begun to be tapped as a means of maintaining enrollment to achieve a 
balanced budget. "Degrees earned off campuB, some traditionalists 
assert, are not earned, they are bought" (Helms, 1978, p. 272),
Many Individuals are interested in extension programs because of 
the non-residency feature. Some people-believe "that external degree 
programs sacrifice the noncognitive and co-curricular learning brought 
about by informal contracts with students and with teachers" (Maurer, 
1978, p. 229). Chlckering has proposed implementing short term
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residential experiences into the program as an opportunity to demonstrate
understanding of these issues (Maurer, 1978),
From within the university, extension education has been treated
as a "stepchild" of the Institution, The faculty has not seen extension
classes as an integral part or a function of the university role.
Likewise, the administration has offered little incentive for faculty
involvement, "Motivation for faculty participation in extension courses
will increase to the extent that these activities are Integrated into
the departmental reward structure" (Votruba, 1978, p, 642),
In recent years, educational thinking has been directed towards the
philosophy that education is a lifelong process. Learning takes place 
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each day as people Interact with others at work, during social events, 
and leisure and family activities, By and large, this learning is by 
coincidence and is unsystematic and more or less left to chance.
What is said to be needed is "an educational system capable of 
supporting, maintaining, and even improving lifelong learning by 
acknowledging its importance, giving it conscious purpose, and 
coordinating learning in settings both more and less formal, Such a 
system would evolve into lifelong education" (Cropley, 1978, p. 22).
A major responsibility for the university extension office would 
be to nurture the development of such characteristics, This office has 
the responsibility for being the leader of the institution in initiating 
programs for adult education. Encompassed in this responsibility are the 
following roles; (1) stimulating, (2) advocating, (3) linking,
(4) enabling, and (5) evaluating (Kasworm & Lord, 1978).
In Its role as stimulator, the university extension office 
establishes contacts with various groups and organizations In the 
community environment for the purpose of stimulating adults to further 
their education by becoming Involved In the Institution's programs 
and activities, It Is Important in Its role as a stimulator to motivate 
the adults to broaden their future through the knowledge gained through 
continuing education programs, Simultaneously, the extension office must 
represent the adults on the university level by encouraging the 
development of innovative programs, delivery systems, and teaching 
strategies which scorn to meet adult educational needs.
The university extension office serves as a vital link between the 
uniyerslty and the adult public. In addition to continuously assessing 
the needs of adults and clearly communicating these educational needs of 
the adult learner to the respective departments on the campus, the 
continuing education office must act as a central "clearinghouse" for 
off-campus students. As can be anticipated, individuals who have not 
been, enrolled in an educational program for many years can be both 
apprehensive and confused with the procedures that must be followed by 
students. An extension office can act In a matter to simplify procedures 
and provide a "one-stop shop" for these students.
The continuing education division, in the role of enabler, should 
"become Involved either directly or Indirectly in developing or in making 
available systems through which the adult can conveniently remedy or 
bypass the obstacles which would otherwise bar participation in 
programs" (Kasworm & Lord, 1978, p, 7), These obstacles Include complex 
registration procedures, inconvenient registration locations and times,
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inaccessibility of textbooks, unavailable library resources, inconvenient 
tuition collection schedules, and many other administrative procedures 
which become barriers to adult participation.
In the role of evaluator, the extension personnel could assess the 
programs that have been offered to ascertain if these courses have met 
the needs of the institution’s adult constituency. Second, the office 
should be concerned with the evaluation of each continuing education 
activity. The Information which is obtained from this evaluation should 
be shared with the sponsoring academic department so that future courses 
will be more relevant to the adult learner.
Once off-campus students have been successfully recruited, does 
the college care further about these individuals, or is the main goal 
of the institution to collect additional revenue and maintain an 
adequate enrollment? How much thought is given to the fact that 
many of these adults are working 40 to 60 hours a week, have family 
responsibilities, and are unprepared for college studies and in need of 
special academic assistance? Perhaps the response is "very little if 
nothing,"
Adult students are continuing to populate the university— both 
on and off campus. Colleges must agree that
the adult student is a first class student uho deserves to be 
viewed as, and treated at least as well as "regular" students; 
in fact, the adult students may have to be accorded special 
treatment at times because of their particular, unusual needs 
and concerns. (Kegel, 1977, p. 11)
This situation has brought about a change in the administration of 
extension courses.
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Especially designed brochures, pamphlets, and sections of catalogs 
have been directed towards the adult student. As previously mentioned, 
registration procedures have been tailored to the convenience of the 
student, and orientation programs which are being Incorporated Into the 
off-campus program are specifically addressing the special needs and 
concerns of the students, faculty, and administrators. Faculty members 
have been briefed with data concerning the characteristics of the adult 
student, and special efforts have been made to keep the off-campus student 
Informed about new and changing university policies/procedures and to 
involve the student as a part of the university. Earnest L. Boyer, a 
U. S. Commissioner of Education said, ", , , people have historically 
viewed their lives as entitles that can be chopped up Into sequential 
segments" (Valley, 1977-78, pp. 7-8). lie goes on to say that education 
and work have been virtually segregated from each other. But demographic, 
economic, and social realities point toward a new education arrangement 
in which education is concurrent with life and not merely preparation 
for It,
Summary
The HBTI was first published in 1962 by the Educational Testing 
Service of Princeton, Hew Jersey. It was initially Intended for use 
strictly os a research tool for psychologists and other professionals 
interested in human behavior. After considerable research, publication 
of the test was assumed by Consulting Psychologists Press In 1975, as 
the HBTI was also considered ready for practical applications.
There are 16 personality preferences which ore identified by 
the MBTI. By understanding personality differences and taking into
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consideration the contributions of each Individual,, more Informed 
decisions than otherwise possible can he made. ThiB belief Is ba.sed on 
the premise that co-workers constitute a team with both a common purpose 
and a goal In mind.
It was determined from the review of the literature that research 
utilizing the MBTI had been conducted in a variety of occupations. No 
study existed in which deans/dlrectors of continuing education and chief 
academic officers were administered the MBTI for research purposes. For 
this reason It was the writer's plan to research this area In selected 
post-secondary institutions In North Carolina.
IChapter 3 
METHODS AND PROCEDURES 
To establish a sound background for the study, a review of the 
literature related to the MBTI was completed. This review was 
accomplished by consulting the Education Index, the Current Index to 
Journals in Education, the Dissertation Abstracts International, 
Psychological Abstracts, and the Carol G. Belk Library card catalog at 
Appalachian State University. A bibliographical listing of all research 
studies was obtained. This listing was assembled by the Center for 
Applications of Psychological Type and included theses, dissertations, 
and non-research work where the MBTI was mentioned. An ERIC computer 
search was conducted as well.
A questionnaire was designed to obtain demographic data of 
deans/dlrectors of continuing education and chief academic officers.
The questionnaire was mailed with Form G of the MBTI. Data were 
analyzed using the Office of Computer and Management Services at 
Appalachian State University.
Development of MBTI 
Partially attributable to her being a reader, thinker, and an 
observer of those with whom she had contactt Katherine Cook Briggs 
became intrigued with human personalities (Lawrence, J. V., 1982). The 
result was the development of a typology. She soon discovered that 
Carl Jung had evolved a similar system, and she readily began to 
research and explore his theory.
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Isabel Briggs was the only child of Katharine Briggs. Three weeks 
after she entered public school, It was recommended by school officials 
that she be promoted to the third grade. Isabel was soon taken out of 
school because her parents were of the opinion that her Intellectual 
abilities and talents were not being served. Isabel continued her 
education at home; and at age 16, she entered Swarthmore College, 
married Clarence Myers during her junior year, and graduated first in 
her class.
Mrs. Briggs became very interested in Clarence Myers and began 
reading all available biographies from libraries to gain a better 
understanding of him. These readings lead Katherine Briggs to devise 
a theory of personality types which she described as a "Personality 
Paintbox" (Lawrence, J. V., 1982). Isabel soon developed her mother's 
admiration of Junglan typology and was determined to make the theory 
of practical use to others. As a result, the "type Indicator" was 
created.
It was during the next 20 years that Isabel tested numerous high 
school students, 6,000 medical students, and 10,000 nurses. Later,
Isabel conducted a follow-up study of the medical students and determined 
that they had chosen specialities in the medical field which she had 
earlier identified as being appropriate to their personality types 
(Lawrence, J. V.» 1982).
The MBTI was published by Consulting Psychologists Press in 1975, 
and the Center for Applications of Psychological Type was formed to 
serve as a research laboratory for the Indicator (Myers & Myers, 1980).
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Reason for Personality Differences
The theory behind the MBTI was that variation In human behavior 
Is not due to chance but Is "the logical result of a few basic, 
observable differences in mental functioning" (Myers & Myera, 1980, 
p. 1). These differences revolved around the way in which individuals 
prefer to use their brains and, more pointedly, the way in which they 
perceive and make judgments.
There are 16 personality preferences which are identified In the 
MBTI, The four sets of elements that comprise the preferences are 
extraversion (E), Introversion (I), sensing (S), intuition (N), thinking 
(T), feeling (F), Judging (J), and perception (P). Personality is 
structured by four preferences concerning the use of perception and 
judgment (Myers & Myers, 1980)i
Preference for Affects a person's choice
El Extraversion or To focus the dominant process
Introversion on the outer world or on the
world of ideas
SN Sensing or Intuition To use one kind of perception
Instead of the other when either 
could be used
TF Thinking or Feeling To use one kind of judgment
instead of the other when 
either could be used
JP Judgment of Perception To UBe the judging nor the
perceptive attitude for 
dealing with the outer world
The two means by which an individual perceiyes are through 
sensing and intuition. In the former, a person becomes aware of
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things directly through the five senses and prefers to perceive the 
world in a factual, realistic way. By contrast, an Intuitive person 
would perceive through an indirect means by using the unconscious, 
and this individual's perception is Inherent and has imaginative 
possibilities. These means range from associations such as a 
masculine "hunch" or "woman's intuition" to scientific discoveries.
One of the common themes in this theory of personality type is 
that individuals from infancy through adulthood enjoy one of the 
elements more than the others. More concretely, in judging the 
information stated here, a reader who considers first whether it is 
consistent and logical is using thinking-judgment, whereas a reader 
who is initially conscious that the information is pleasing or 
displeasing, threatening or supporting, would be using feeling-judgment 
(Myers & Myers, 1980).
Each of the sets of personality elements is experimentally 
independent of the other preferences and is not subject to artificial 
constraints (Anastasl, 1968), The thinking or feeling preference 
(judgment) can team up with either sensing or intuition (perception). 
These combinations produce personality types characterized by interests, 
needs, and values that result from the combination.
Extraversion-introversion is another basic way that people's 
use of perception and judgment differ. Introverted individuals center 
on the inner world of concepts and ideas while extraverts are more 
concerned with the outer world of things and people. When necessary, 
introverts can deal with the environment around them, but they prefer 
to do work that requires the sole use of their brains and work that is
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reflective in nature. Well-developed extroverts can deal with Ideas 
but prefer work that Is external and action oriented. For Individuals 
to be balanced, there needs to be adequate development of a second 
process In each of the preferences.
Individuals are typecast by the designation of the four letters 
representing each of the personality preferences. The dominant process 
Is shown as the preferred perceptive process (as designated by the 
second letter) or the preferred judging process (as shown by the third 
letter). The JP preference reflects only the process used In dealing 
with the outside world and is used differently with extraverts and 
Introverts. If an extravert's type ends In P, the dominant process 
Is a perceptive one, either S or N. If the type ends In J, the 
dominant process is a judging one, either T or F.
An introvert's dominant process Is not shown on the JF preference 
because Introverts do not prefer to deal openly with the outer world. 
The J at the end of an introvert's type Indicates that the dominant 
process is a perceptive one, S or N. If the type ends in P, the 
dominant process is a judging one, I or F.
The underlined letters in Figure 8 indicate the dominant process 
for each of the sixteen types (Myers & Myers, 1980).
Reliability of MBTI 
Marcia Carlyn (1977) assessed the MBTI to measure the variables 
In Carl Jung's personality typology. Since the MBTI is a self-report 
personality inventory, Carlyn examined the four personality scales 
measured by the instrument and the scoring process, Her assessment 
included an extensive review of the intercorrelation, reliability,
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Figure 8. The dominant process of each type
ST SF NF NT
I —  J 
I —  P 
E —  P 
E —  J
ISTJ 
IS TP 
ESTP 
ESTJ
The JP preference shows 
how a person prefers to 
deal with the world*
The process shows up
on the JP preference.
The dominant process Is 
used in the _____ world*
The auxiliary process is 
used in the world.
ISFJ
ISFP
ESFF
ESFJ
Extravert
INFJ INTJ
INFP INTO
ENFP ENTP
ENFJ ENTJ
Introvert
outer
dominant
outer
Inner
outer
auxiliary
inner
outer
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and validity of the Indicator. The MBTI Is unique In that it assumes 
that people may have problems communicating with others because of a 
difference in personality types, not because there is anything wrong 
or abnormal about any person (Lawrence, J. V., 1982),
Reliability data included measures of internal consistency and 
test-retest reliabilities of the separate scales and type 
classifications (McCaulley, 1981). Internal consistency reliabilities 
for the scales range in general from M.75 to .85 with a low coefficient 
of .44 appearing for TF" (Mendelsohn, 1978, p. 1126). The four 
categories are uncorrelated except for the significant occurrence for 
"intuitlves" to prefer a perceptive posture rather than a judgmental 
attitude (Anastasl, 1968). The critical question was how often do 
individuals come out the same type when retested. In the nine available 
samples (1,444 persons) of retests, a range from 31% to 61% of the 
individuals was of the same type on the retest. The retest ranged in 
intervals of five weeks to six years (McCaulley, 1981). The highest 
percentage was a group of 94 elementary school teachers who were 
retested after six years (Wright, 1966). From 70 to 80% of all the 
individuals had three or all four preferences the same; 10 to 22% had 
two preferences in common, and 2 to 7% had only one preference in 
common on the retest. When changes do occur on a retest, generally 
only one preference is affected.
Construction of the MBTI 
Myers and Briggs, having been "type watchers" for over two decades, 
used their observations about individuals and Jung's theory to formulate 
questions for the MBTI, A forced-choice format was chosen. The
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choices are between differently valued attitudes or differently valued 
behaviors. These choices tend to be used, but not equally preferred, 
by all types of persons. Questions were geared for each of the four 
preference dimensions: Gl, SN, TF, and JP. There are no comparisons
across preferences, such as I versus S or T versus J. The TF, SN, and 
El scales are Independent, with JP being consistently correlated with 
SN.
Within the system, there exists an attitude polarity of extraversion 
versus introversion, and "there are two psychic— functlon polarities—  
a polarity of rational, or judgmental, functions (thinking versus 
feeling); and a polarity of irrational, or perceptual, functions 
(sensing versus intuition)" (Coan, 197B, p. 973). The two parts of each 
polarity are incompatible which results in one of them being used by 
individuals in conscious mental operations, and its opposite surfaces 
in these people in relatively uncontrolled, unconscious operations. 
Children make evident the dominant, unconscious attitude quite early 
in the course of the normal development process.
The questions are centered around inconsequential everyday 
behaviors. Each choice is worded in the terms and manner of expression 
of the types for whom that choice is intended, The answers are 
psychologically, not logically, opposite. This difference is frequently 
commented on by thinking types but seldom noticed by feeling types.
On both forms of the Indicator (Form F and Form 0), Farts I and 
III consist of phrase questions such as:
Do you find people in general
(A) slow to appreciate and accept ideas not their own, or
(B) reasonably open-minded?
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Part II questions are word pairs. An example of a word-pair question 
is
Which word appeals to you more?
(A) systematic (B) spontaneous
One of the main differences between Form F (166 Items) and Form G 
(126 Items) Is that Form G Is a shorter form to make administration 
easier in classrooms and other settings where time Is a factor. Form G 
had one less item on the El scale; one item was substituted on SN, and 
nine items were modified slightly to remove ambiguity. In all but the 
minor differences noted, the two forms are identical and essentially 
Interchangeable.
Questions Relevant to the Study
The following research questions were considered relevant to the 
conclusions of the study:
1. Does a significant relationship exist in the personality 
types between deans/dlrectors of continuing education and chief 
academic officers?
2. Does a significant relationship exist on the extravert/ 
introvert dimension between deans/dlrectors of continuing education 
and chief academic officers?
3. Does a significant relationship exist on the sensing/intuitive 
dimension between deans/dlrectors of continuing education and chief 
academic officers?
4. Does a significant relationship exist on the thinking/feeling 
dimension between deans/directors of continuing education and chief 
academic officers?
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5. Does a significant relationship exist on the perceptive/
Judging dimension between deans/dlrectors of continuing education and 
chief academic officers?
6. Does a significant relationship exist in the personality types 
among deans/dlrectors of'continuing edtipation 0? two-* and ifoyje-year 
institutions?
7. Does a significant relationship exist in the personality 
types of academic officers of two- and four-year institutions?
8. Does a significant relationship exist among the educational 
levels of deans/directors of continuing education?
9. Does a significant relationship exist among the educational 
levels of chief academic officers?
10. Does a significant relationship exist in the academic 
preparation between deans/dlrectors of continuing education and chief 
academic officers?
Population Studied
The population of the study Included deans/dlrectors of continuing 
education and chief academic officers of selected post-secondary 
institutions in North Carolina. The population of post-secondary 
institutions was obtained from the 1983-84 North Carolina Education 
Directory. The appropriate names and addresses from the 16 component 
institutions of the University of North Carolina, 23 community colleges,
28 technical colleges, seven technical institutes, 30 senior institutions, 
and eight junior colleges were used. A total of 210 persons wad Included 
in the study. Persons who were listed as both the dean/director of 
continuing education and chief academic officer of institutions were not
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used in the study. A count was taken with the result that there were 
87 male deans/dlrectors of continuing education, 16 female 
deans/directors of continuing education, 96 male chief academic officers, 
and 10 female chief academic officers used in this study.
Techniques of Analyses
Design of Questionnaire
Two questionnaires (Appendices A and B) were used to obtain data 
relevant to this study. Appendix A contains the Demographic 
Information Questionnaire, and Appendix B contains the MBTI— Form G.
This is a 126-item, forced-choice phrase question and word-pairs 
questionnaire developed to cover behavior and attitudes about everyday 
type situations. The choices for each question are psychologically 
opposed. In 1975 the Consulting Psychologists Press concluded that the 
accumulated research on the MBTI had been sufficient justification for 
the distribution of the instrument for professional applications 
(McCaulley, 1981), Form F of the MBTI was published in 1975 and Form G 
in 1977.
Demographic Information Questionnaire
Before the Demographic Information Questionnaire was mailed to 
the appropriate individuals at the post-secondary institutions, the 
instrument was critiqued by the East Tennessee State University 
Graduate Advisory Committee. Responses and suggestions were used to 
improve the clarity of the items in this questionnaire, A letter 
explaining the study to deans/dlrectors of continuing education and 
chief academic officers accompanied the questionnaire and the MBTI.
The letter is Included In Appendix C.
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Selection of Institutions to be Surveyed
With the exception of the 17 approved private business and seven 
approved trade schools, all public and non-public, post-secondary 
Institutions that were listed in the 1983-84 North Carolina Education 
Directory were included in the survey.
Dissemination of the Questionnaires
The deans/dlrectors of continuing education and chief academic 
officers selected for inclusion in the study were each mailed a 
Demographic Information Questionnaire, the MBTI, and a return envelope.
A cover letter stating the purpose of the study and the promise of 
confidentiality of responses to the questionnaires wsb included, A 
return of 40X of the questionnaires from each of the two groups of 
respondents was considered adequate for completion of the study.
Analyses of Data 
The scores of the MBTI were classified in different categories, 
depending on personality type. For analyses of the data in this 
research, the one nonparametric statistic used was the chi-square 
statistic. Chi-square (It ) is a nonparametric statistic used when the 
form of frequency counts. These counts can be placed into two or more 
categories. The chi-square statistic can be used to compare research 
groups directly with one another. In this research project, a two-tailed 
chi-square test was used to interpret the data at the .05 level of 
significance. In non-parametric tests, no assumptions are made about the 
precise form of the sampled population. Never are assumptions so 
extensive as to imply a completely specified population distribution, 
as is the case with the normal curve.
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A computer program was designed in the Office of Computer and 
Management Services at Appalachian State University, Boone, North 
Carolina, to perform the chi-square statistic. A computer printout 
of the statistical values was also obtained.
The results of the analyses as they apply to Hypotheses 1 - 1 0  are 
presented in Chapter 4 along with the report of demographic data.
Chapter 4
PRESENTATION OF DATA AND ANALYSIS OF FINDINGS 
Demographic Data
Excluding the private business and trade schools, all deans/ 
directors of continuing education and chief academic officers in 
post-secondary Institutions in North Carolina were surveyed to determine 
the relationship between these two groups In regard to personality types. 
Demographic data concerning their institutions and personal data about 
the respondents were also collected. This information and MBTI data 
were entered into the Univac 90/80 using the Statistical package for 
the Social Sciences (SPSS)  at the Computer and Management Services Center 
at Appalachian State.University.
One hundred and thirteen responses to the Myers-Briggs Type Indicator 
were received prior to the deadline of September 30, 1984: 55 from chief
academic officers and 58 from deane/dlrectors of continuing education.
The 12 responses received after the cutoff date were not included in the 
study.
The respondents represented institutions of various types. Data 
indicating this distribution are presented in Table 1. The 113 responses 
represented 54% of the 210 deans/dlrectors of continuing education and 
chief academic officers used in the study. The institutions were 
classified according to the listings of the 1983-84 North Carolina 
Education Directory. Respondents to the survey indicated that 89 
(78.8%) of them were representing institutions where the continuing
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Table 1
Institutional Responses to Survey
Institution Type
Number 
Represented by 
Respondents
Percentage 
of Total 
Respondents
Component Institution of the 
University of North Carolina 20 17.7
Community College 25 22.1
Technical College/ 
Technical Institute 40 35.4
Non-Public Senior Institution 22 19.5
Non-Public Junior College 6 5.3
N - 113
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education function on their campus was a centralized unit; whereas, 24 
of the respondents (21.2%) represented, were decentralized units. Data 
depicting the enrollment of the Institutions of the respondents are 
shown in Table 2.
Personal Data
Data from the respondents included the number of years employed in 
present position, the highest level of education achieved, and current 
educational (degree) pursuits. In regard to the number of years of 
employment in current positions, 12 persons had been in positions less 
than one year, 39 persons for one to five years, 30 persons for six to 
ten years, 19 persons for 11 to 15 years, and 13 persons for 16 or more 
years. Information relevant to the education of .the respondents is shown 
in Table 3. Of the persons responding to these questions, 62% of the 
respondents had earned the bachelor's degrees as their highest level of 
education achieved, 51.3% of the respondents had received terminal 
degrees, and 82.3% of the respondents were not working on degrpes.
Within the scope of this study there were no comparisons made of 
the years of employment in present position of the respondents, the type 
and size of institutions, and the educational pursuits of the persons 
Included in the study. Current educational status of the respondents 
was compared with personality type later in the study. Also included 
was an analysis of personality type of the respondents of two-year 
versus four-year institutions. Finally, Table 4 indicates the 
professional satisfaction level of the respondents and Table 5 indicates 
the age grouping of the 11 females and 102 males who responded to the 
MBTI. No cross analyses were made of these areas.
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Table 2
Enrollment of Schools Represented 
by Respondents to Survey
Size of 
Institution
Number of Persons 
Responding From Each 
Size Institution
Percentage 
of Total 
Respondents
Less than 1,000 22 19.5
1,000 - A, 999 6A 56.6
5,000 - 9,999 15 13.3
10,000 - 19,999 10 8.8
20,000 or more 2 1.8
N “ 113
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Table 3
Education Information of Persons 
Responding to MBTI
Degree
Number of Respondents 
Holding Degrees
Number of Respondents 
Pursuing Degree
B.A. or B.S, 7 —
M.A. or M.S. 43 4
Ed.S. 4 2
Ed.D. 28 7
Ph.D. 30 1
Other 1 1
Not Pursuing 
Degree
— 93
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Table 4
Level of Professional Satisfaction of 
Persons Responding to Demographic 
Information Questionnaire
Satisfaction Level Number of Respondents
Very Satisfied 70
Moderately Satisfied 31 *
Moderately Unsatisfied 3
Very Unsatisfied 3
N « 107
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Table 5
Age Distribution of Persons 
Included In Study
Age Number of Respondents Percentage of Total
20-29 2 1.8
30-39 14 12.4
40-49 49 43.4
50-59 34 30,1
60 and Over 8 7.1
No Response 6 5.3
N = 113
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Analyses of Findings 
Eight null hypotheses were tested In this study. All the hypotheses 
were tested £or significant differences at the .05 level using the 
chi-square test of Independence. The greater the difference between 
observed and expected frequencies, the larger the chi-square value 
will be. The best operating range for this statistician are samples 
between 25 and 250. When the expected frequency in a cell was less than 
five, the Fisher exact test was used. Where applicable, the 
investigator computed the phi coefficient (for a fourfold table) and 
the contingency coefficient (for more than four cells). These 
correlation coefficients were used to show the magnitude of the 
relationships among the variables in a chi-Bquare table.
Hypothesis 1: There will be no significant difference of
personality types between deans/directors of continuing education and 
chief academic officers.
The results of the MBTI are shown in the 16 cells which comprise 
the Myers-Briggs Grid. Table 6 depicts the types of deans/directors of 
continuing education based on the Indicator and the percentages of 
respondents of each type, and Table 7 shows these data for chief 
academic officers. The respondents were categorized in the 16 cells by 
the scoring of their answer sheets. The Indicator was scored In such 
a way that responses had to combine in a specific manner to indicate a 
degree of extraversion/introversion, intuition/sensing, thinking/feeling 
and perception/judgment. It is important to note that no type of answer 
alone or single answer will indicate a certain personality preference.
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Table 6
Types of Continuing Educators Responding
to the Myera-Briggs Type Indicator
SENSING TYPES INTUITIVE TYPES
with THINKING with FEELING with FEELING with THINKING
ISTJ ISFJ INFJ INTJ
N - 8 
Z - 13.8
N -  5 
X  = 8.6
N - 4 
X  - 6,9
N - 3 
Z - 5.2
ISTP ISFP INFP INTP
N » 2 
Z “ 3.4
N - 1 
X  - 1.7
N - 2 
Z - 3.4
N - 6 
X  - 10.3
ESTP ESFP ENFP ENTP
N ° 2 
% “ 3.4
N - 0 
% - 0
N - 0 
Z - 0
N - 4 
Z - 6.9
ESTJ ESFJ ENFJ ENTJ
N - 9 
% » 15.5
N - 3 
Z « 5.2
N - 3 
Z - 5.2
N ■* 6 
Z - 10,3
1
,8M
8
3H
hd
I
H
C/1
E 46.6 > 
I 53.A
S 51.7 
N 48.3
T 69.0 
F 31.0
J 70.7 
P 29.3
Corrected Chi-square ■* 19.83904
Decrees of Freedom ■ 14
P a .05
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Table 7
Types of Academic Officers Responding to the
Myers-Brlggs Type Indicator
SENSING TYPES INTUITIVE TYPES
with THINKING with FEELING with FEELING with THINKING
ISTJ ISFJ INFJ INTJ
H “ 15 N - 2 N - 5 N - 8
% - 27.3 X - 3.6 % ■* 9.1 X - 14.5
ISTP ISFP INFP INTP
N - 1 N - 0 H - 0 N - 1
% - 1.8 % » 0 % - 0 7, - 1.8
ESTP ESFP ENFP ENTP
N - 1 N = 0 N - 2 N - 2
% = 1.8 % - 0 % - 3.6 % = 3.6
ESTJ ESFJ ENFJ ENTJ
N - 11 N ** 0 N - 1 N - 6
% « 20 % - 0 7. - 1.8 X - 10.9
3
►TJ Iti
t j 
§
§
CO
Clwzo
E 41.8
I 58.2
S 54.5 
N 45.5
T 81.8 
F 18.2
J 87.3 
P 12.7
Corrected Chi-square - 19.03904
Degrees of Freedom - 14
P > .05
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Scoring Is based on a combination of answers to questions on the 
Indicator to identify which one of the 16 types is appropriate to an 
individual.
The ESFP type was not represented in either the continuing 
education administrators or the chief academic officers. In Tables 6 
and 7, 22 (73.32) of the 30 of the valid cells had an expected cell 
frequency of less than five. Chi-square was computed for the data in 
these two tables that equalled 19.84 with 14 degrees of freedom. The 
significance level was 0.1353 for these data; therefore, the null 
hypothesis failed to be rejected.
To obtain a broader understanding of the composition of the total 
respondents of deans/directors of continuing education and chief academic 
officers by type, the data listed below are given.
Type Type Count
ESTJ 20
ESTP 3
ESFJ 3
ESFP 0
ENTJ 12
ENTP 6
ENFJ 4
ENFP 2
ISTJ 23
ISTP 3
ISFJ 7
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t o Type Count 
1ISFP
INTJ 11
IHTP 7
INFJ 9
INFF 2
Hypothesis 2: There will be no significant difference on the
extravert/lntrovert dimension among deans/directors of continuing 
education and chief academic officers.
After examining the Indicator results of the extravert/lntrovert 
dimensions of the 58 deans/dlrectors of continuing education and the 
55 chief academic officers, it was determined that the corrected
chi-square for these data was 0.10042 with one degree of freedom and 
the level of significance was 0.7513. Of the continuing educators who 
responded to the MBT1, 27 (46.6%) were extraverts and 31 (53.4%) 
Introverts, whereas there were 23 (41.8%) academic officers who were 
extraverts and 32 (58.2%) introverts.
The extraversion/introversion scale was represented fairly 
consistently within the 113 respondents. Therefore, the null 
hypothesis failed to be rejected Indicating that neither of the two was 
a dominant type among the respondents.
Hypothesis 3: There will be no significant difference on the
sensing/intuitive dimension between deans/dlrectors of continuing 
education and chief academic officers.
The Investigator was able to determine that within the 
deans/dlrectors of the continuing education group, 30 (51.7%) were
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sensing and 28 (68.3%) were Intuitive. Amomg the chief academic 
officers, 30 (54.5%) were sensing and 25 (45.5%) intuitive. The 
corrected chi-square on these data was 0.01250 with one degree of 
freedom. The level of significance was 0.9110. The null hypothesis
failed to be rejected showing that no significant difference existed on
the sensing/intuitive dimension between the two groups.
Hypothesis 4: There will be no significant difference on the
thinking/feeling dimension between deans/directors of continuing 
education and chief academic officers. The data showed that 40 (69%) 
of the continuing educators and 45 (81.8%) of the academic 
administrators were thinking types as compared to 18 (31%) of the 
continuing educators and 10 (18,2%) of the chief academic officers who 
were feeling types. The analysis revealed that no significant difference 
existed between the continuing education respondents and the chief 
academic officers used in this study.
The corrected chi-square was 1.85990 with one degree of freedom 
at the 0.1726 level of significance. Therefore, the null hypothesis
failed to be rejected. It is important to note that the dominant trait
for both groups was the thinking dimension.
Hypothesis 5: There will be no significant difference on the
perceptive/judging dimension between deans/directors of continuing 
education and chief academic officers.
Examining the results of the two groups, the investigator 
determined that in regard to the judging dimension, 89 of the 
respondents were of this type and 24 were perceptive. Within the 
judgment data, 53.9% were academic officers and 46.1% were continuing
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education officials. In comparison, 29.2% of the academic officers and 
70.8% of the continuing educators were perceptive types. The corrected 
chi-square was 3,70246 with one degree of freedom which yielded a level 
of significance of 0.0543. Therefore, the null hypothesis was rejected 
and the research hypothesis accepted.
The values of chi-square (Jt£) for the two groups in this study 
based on the results of the MBTI are shown in Table 8. This table shows 
the corrected chi-squares for the four pairs of dimensions between the 
deans/directors of continuing education and chief academic officers.
Hypothesis 6: There will be no significant difference in
personality types among deans/directors of continuing education of 
two- and four-year institutions.
The number of respondents from each of the various types of 
institutions were
9 Component institutions of the University of North Carolina 
16 Community colleges
20 Technical colleges/technical institutes 
10 Non-public senior institutes 
3 Non-public junior colleges 
Of these 58 respondents, 19 were from two-year institutions and 39 from 
four-year Institutions. The responses from those from two-year 
institutions and those from four-year institutions were analyzed 
according to the 16 types of personality found from the results of the 
MBTI were analyzed according to two- and four-year institutions.
Table 9 contains the data of the deans/dlrectors of continuing education 
of two-year institutions, and Table 10 contains data of the group from 
four-year institutions.
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Table 8
Chi-Square (X^ ) Values of the MBTI Dimensions 
of Deans/Directors of Continuing Education 
and Chief Academic Officers
EXTRAVERSION-INTROVERSION SENSING-INTUITIVE
Corrected Chi-Square ■ 0.7513* Corrected Chi Square ■ 0.9110a
THINKING-FEELING JUDGING-PERCEPTIVE
Corrected Chi-Square ■ 0.1726* Corrected Chi-Square ■ 0.0543*
* no significant difference
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Table 9
Personality Types of Deans/Dlrectors of Continuing
Education of Two-Year Institutions 
SENSING TYPES INTUITIVE TYPES
ISTJ ISFJ INFJ 1NTJ
N = 3 N = 2 N - 2 N - 1
% - 15.8 % = 10.5 % - 10*5 Z - 5.3
ISTP ISFP INFP INTP
N - 0 N - 1 N - 2 M - 1
% “ 0 % = 5.3 % - 10.5 % - 5.3
ESTP ESFP ENFP ENTP
N - 0 N - 0 N - 0 N - 1
% - 0 % « 0 % - 0 % - 5.3
ESTJ ESFJ ENFJ : ENTJ
N - 1 N - 0 N - 2 N - 1
Z - 5.3 % - 0 % - 10.5 % - 15.8
aso
M
tonwT)HM
<ra
HH
3
C/1
aCl
N - 19
Corrected Chi-square ■ 15,41403
Degrees of Freedom ■ 13
P > .05
INTROVERTS
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Table 10
Personality Types of Deans/Directors of Continuing 
Education of Four-Year Institutions
SENSING TYPES INTUITIVE TYPES
with THINKING,with FEELING.with FEELING .with THINKING,
ISTJ ISFJ INFJ INTJ
N - 5 N i 3 N - 2 N - 2
% - 12,8 % - 7.7 Z - 5.1 Z - 5,1
ISTP ISFP INFP INTP
N ■= 2 N p 0 N - 0 N - 5
Z “ 5.1 2 - 0 X - 0 Z - 12,8
ESTP ESFP ENFP ENFP
N - 2 N ■ 0 N p 0 N p 3
Z - 5.1 2 - 0 % p 0 % p 7,7
ESTJ ESFJ ENFJ ENTJ
N * 8 N n 3 N - 1 , N P 3
% - 20.5 X p 7.7 Z p 2.6 Z - 7,7
£
8
55n
1
* 9m
8nH
►d
§
3
H cn
N = 39
Corrected Chi-square ■ 15.41403
Degrees of Freedom - 13
P > .05
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Examination o£ the four pairs of dimensions for continuing 
educators in two- and four-year institutions showed the following data 
were determined about the 58 respondents: (1) 7 extraverts and 12
introverts were represented In the two-year institutions as compared 
to 20 extraverts and 19 Introverts represented In four-year 
Institutions. These data were significant at the 0.4507 level;
(2) 7 sensing and 12 intuitive types comprised the continuing educators 
from two-year institutions and 23 sensing and 16 intuitive persona 
from four-year schools. The level of significance was 0.1925; (3) 10 
thinking types and 9 feeling types were represented in two-year 
institutions as compared to 30 thinking and 9 feeling types in 
four-year schools. Although the level of significance between the two 
was 0.1154, it is important to note that the dominant trait (40 of the 
58 respondents) for this dimension was thinking; (4) 14 judging and 5 
perceptive types were represented in two-year institutions, and in 
four-year institutions the grouping was 27 judging and 12 perceptive 
types. These data were significant at the 0.9662 level. Once again, 
the investigator noted that 70.72 were judging types as compared to 
29.32 perceptive types.
For the analysis of the data along the lines of responses from 
those in the two-year institutions and those in the four-year 
institutions, the investigator grouped the community colleges, 
technical colleges, technical institutes, and non-public junior 
colleges to form the two-year institution category, and the component 
institutions of the University of North Carolina and non-public 
senior institutions comprised the four-year institution category.
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The 16 dimensions of the Indicator were closely examined with regard 
to the responses of those in Institutes of two-year and those In 
four-year Institutions (Table 11), Based on these data, the null 
hypothesis failed to be rejected. No significant difference among 
deans/dlrectors of continuing education of two- and four-year 
Institutions existed.
Hypothesis 7: There will be no significant difference of
personality types of chief academic officers of two- and four-year 
institutions.
The number of respondents from each of the various types of 
institutions were
11 Component institutions of the University of North Carolina 
9 Community Colleges
20 Technical colleges/technical institutes
12 Non-public senior Institutions 
3 Non-public junior colleges
Of the 55 persons, 23 were from two-year schools and 32 from four-year 
institutions. The types as shown by the responses to the MBTI are 
shown in Table 12 for the two-year respondents and in Table 13 for 
the four-year respondents.
The same groupings, as specified in Hypothesis 6, of the two- and 
four-year institutions were used as the basis for data analysis. Table 
14 shows the 16 dimensions of the Indicator for the chief academic 
officers of the two- and four-year institutions.
Close examination of the results of the MBTI for chief academic 
officers in two- and four-year institutions showed the following about
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Table 11
Percentage of Continuing Education Respondents of 
Two- and Four-Year Institutions 
to Dimensions of MBTI
Dimension 
of MBTI
Percentage of 
Respondents 
From 2-Year 
Schools
Percentage of 
Respondents 
From 4-Year 
Schools
Corrected
Chi-Square
Extravert 12.1 34.5.
Introvert 20.7 32.8
Sensing 12.1 39.7
Intuitive 20.7 27.6
Thinking 17.2 51.?
Feeling 15.5 15.5
Judging 24.1 46.6
Perceptive 8.6 20,7-
-0.4507
0.1925
.1154
.9662
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Table 12
Personality Types of Chief Academic
Officers of Two-Year Institutions
SENSING TYPES INTUITIVE TYPES
with THINKING with FEELING with FEELING with THINKING
ISTJ ISFJ INFJ INTJ
N - 6 N - 2 N - 3 N = 4
X - 26.1 X - 8.7 X - 13.0 X - 17.4
ISTP ISFP INFP INTP
N = 0 N - 0 N - 0 N - 0
2 = 0 X - 0 X - 0 X - 0
ESTP ESFP ENFP ENTP
H = 0 N - 0 N - 1 N - 2
% = 5 X - 0 % - 4.3 % - 8.7
ESTJ ESFJ ENFJ ENTJ
N = 2 N - 0 N - 1 N - 2
X - 8.7 X - 0 X - 4.3 X - 8.7
N - 23
Corrected Chi-square = 0.38402
Degrees of Freedom " 1
P > .05
INTROVERTS 
EXTRAVERTS 
JUDGING 
PERCEPTIVE 
PERCEPTIVE 
JUDGING
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Table 13
Personality Types of Chief Academic 
Officers of Four-Year Institutions
SENSING TYPES INTUITIVE TYPES
with THINKING with FEELING with FEELING with THINKING
ISTJ ISFJ 1NFJ INTJ
N - 9 N - 0 N - 2 N = 4
% - 28.1 X - 0 % - 6.3 Z = 12.5
ISTP ISFP INFP INTP
N - 1 N - 0 N - 0 N - 1
X - 3.1 X - 0 7.-0 X - 3.1
ESTP ESFP ENFP ENTP
N - 1 N - 0 N » 1 N - 0
X - 3.1 Z - 0 % - 3.1 7.-0
ESTJ ESFJ ENFJ EISTTJ
N » 9 N - 0 N - 0 N - 4
% - 28.1 7.-0 % - 0 % - 12.5
N = 32
Corrected Chi-square r 0.38402
Degrees of Freedom ■ 1
P * .05
INTROVERTS 
EXTRAVERTS 
JUDGING 
PERCEPTIVE 
PERCEPTIVE 
JUDGING
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Table 14
Percentage of Chief Academic Officer Respondents of 
Two- and Four-Year Institutions 
to Dimensions of MBTI
Dimension 
of MBTI
Percentage of 
Respondents 
From 2-Year 
Schools
Percentage of 
Respondents 
From 4-Year 
Schools
Corrected
Chi-Square
Extravert 14.5
Introvert 27.3
Sensing 18.2
Intuitive 23.6
Thinking 29.1
Feeling 12.7
Judging 36.4
Perceptive 5.5
27.3
5355
30.9
36.4
0.2615
21.8
0.1004
1.0000
the 55 respondents: (1) 8 extraverts and 15 introverts were In
two-year institutions; whereas in the four-year institutions, 15 were 
extraverts and 17 Introverts. These data were significant at the
0.5355 level; (2) in two-year institutions, 10 were sensing and 13 were 
intuitive types as compared to 20 sensing and 12 intuitive types in 
four-year Institutions. These data were significant at the level of
0.2615; (3) the thinking dimension of respondents in two-year 
institutions was divided by 16 persons being thinking individuals and 
7 persons being feeling types. Results from the respondents of 
four-year institutions were 29 thinking and 3 feeling types. These 
data were significant at the 0.1004 level. The thinking type was 
dominant in 45 (81.8%) of the respondents; (4) 20 of the academic 
administrators in two-year institutions were judging types and 3 were 
perceptive types as compared to 28 Judging types and 4 perceptive types 
of respondents in four-year Institutions, This information was 
significant at the 1,0000 level. Two of the four valid cells had an 
expected cell frequency of less than five. The dominant type was 
Judging with 48 (87.3%) of the respondents being this type. The null 
hypothesis failed to be rejected. A significant difference of 
personality types among the chief academic officers of two- and 
four-year institutions did not exist.
Hypothesis 8: There will be no significant difference in the
educational level between deans/directors of continuing education and 
chief academic officers.
The respondents specified on the demographic questionnaire the 
highest level of education that had been achieved. The responses 
Included (1) 8.A. or B.S.; (2) M.A. or M.S.; (3) Ed.S.; (4) Ed.D.;
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(5) Ph.D.; and (6) J.D, Table 15 shows the distribution of the highest 
educational level of the deans/dlrectors of continuing education and 
chief academic officers. Six of the 12 cells had an expected frequency 
of less than five. In analyzing these data, the investigator chose to 
group the levels of education into two categories; terminal and 
non-terminal degrees. The terminal classification Included respondents 
who had achieved the Ed.D., Ph.D., and J.D. degrees, and the 
non-terminal category included those persons who had been awarded the 
B.A./B.S., M.A./M.S., and Ed.S. degrees.
The data revealed that of the academic officers, 15 (27.3%) did 
not have terminal degrees, and 40 (72.7%) had achieved these degrees. 
Conversely, 39 (6.72%) of the continuing educators did not have
terminal degrees as compared to 19 (32.8%) who had these degrees. The
corrected chi-square was 16.50793 with one degree of freedom. These 
data were significant at the 0.0000 level. The null hypothesis which 
stated that no significant difference existed in the educational level 
between the directors of continuing education and academic officers 
was rejected, and the research hypothesis accepted.
Summary
A population of 210 deans/dlrectors of continuing education and 
chief academic officers was surveyed to determine the relationship 
between those employed in two- and four-year institutions, the
educational background of the respondents, and the results of the MBTI.
The 113 respondents in this study consisted of 55 chief academic 
officers and 58 deans/dlrectors of continuing education.
Table 15
Highest Educational Level Achieved by Deans/Directors
of Continuing Education and Chief Academic Officers
B»A>/BiS» M.A./M.S. Ed.S. Ed.D. 7h.D. J.D.
Academic
Administrators 0 13 2 17 23 0
Continuing
Educators 7 30 2 11 7 1
Academic Officers = 55 
Continuing Educators ■ 58
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Eight hypotheses were formulated to determine the degree of 
difference among (1) specific personality characteristics, (2) types 
of institution, (3) educational levels of respondents, and 
(A) personality types of those surveyed. All hypotheses were tested 
by statistical analysis using the chi-square test of independence at 
the .05 level.
There was not a significant difference of personality types 
between deans/directors of continuing education and chief academic 
officers. In Hypothesis 1, the null hypothesis was accepted.
In Hypothesis 2, the extravert/lntrovert pair was examined to 
determine if a significant difference existed between the 
deans/directors of continuing education and chief academic officers. 
There being no significant difference between these two groups for : 
this dimension, the null hypothesis was accepted.
The sensing/intuitive dimension of deans/dlrectors of continuing 
education as compared to that of chief academic officers was examined 
in Hypothesis 3. Again, no significant difference existed between 
these two groups, so the null hypothesis was accepted.
The third pair of types, sensing/intuitive, was analyzed in 
Hypothesis A. There was not a significant difference between the two 
groups. Therefore, the null hypothesis was accepted.
The laBt pair of types, perceptive/judging, was analyzed in 
Hypothesis 5 for a significant difference between the two groups. The 
data showed a significant difference at the .05 level existed between 
the deans/directors of continuing education and chief academic officers. 
The null hypothesis was rejected; the research hypothesis was accepted,
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An examination of the personality types of deans/dlrectors of 
continuing education of two- and four-year Institutions was made in 
Hypothesis 6. No significant difference existed between the two 
groups. Therefore, the null hypothesis was accepted.
Hypothesis 7 dealt with the personality types of chief academic 
officers of two- and four-year Institutions. Analysis of the data 
showed that no significant difference existed. Therefore, the null 
hypothesis was accepted.
Finally, Hypothesis 8 compared the educational level attained by 
the two groups. A significant difference at the .05 level of 
significance was found. Therefore, the null hypothesis was rejected.
Chapter 5
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
Summary
Katherine Briggs, in the early 1900's, used Carl Jung's theory of 
psychological type for developing her own measuring Instrument to 
assess personality types.
Isabel Briggs developed her mother's admiration of Junglan 
typology and developed the "type indicator" in 1942 to make the theory 
of practical use to others. The Indicator is used to describe the 
personality types of normal, balanced individuals who have and use 
dominant and auxiliary processes in judgments and perceptions. There 
are 16 different "people types" as indicated by the personality test.
In 1962, Educational Testing.Service first published.Form F of 
the Indicator for research use only. Then in 1975, the Consulting 
Psychologists Press published the Indicator, and it was also during 
this time that the Center for Applications of Psychological Type was 
formed to serve as a research laboratory for this instrument.
The Indicator format is one of forced-choice with the differences 
being between valued attitudes of valued behaviors. The questions are 
centered around inconsequential everyday behaviors with the answers 
being psychologically opposite.
Primarily, the literature dealt with the various types of 
administrative styles and little with the administrative styles of 
Individuals. Much has been written about the potential for learning, 
teacher and student types, and the correlation between teaching methods
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and learning styles. Research relevant to continuing educator types 
as compared to chief academic officers was not available in the 
literature. Due to this lack of information, it was determined that 
a significant research project could be undertaken to study these 
two groups in post-secondary Institutions.
The statistic chosen to analyze the difference between 
deans/directors of continuing education and chief academic officers 
in post-secondary institutions utilizing the MBTI was the chi-square 
test of independence.
Conclusions
As a result of the study the following conclusions were drawn 
concerning the relationship of deans/directors of continuing education 
and chief academic officers of post-secondary institutions to the MBTI
1. The results indicated that a significant difference did not 
exist in the personality types between deans/directors of continuing 
education and chief academic officers.
2. The results indicated that a significant difference did not 
exist on the extravert/introvert dimension between deans/directors 
of continuing education and chief academic officers.
3. The results Indicated that a significant difference did not 
exist on the sensing/intuitive dimension between deans/directors of 
continuing education and chief academic officers.
4. The results indicated that no significant difference 
existed on the thinking/feeling dimension between deans/directors of 
continuing education and chief academic officers,
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5. The results Indicated that a significant difference on the 
perceptive/judging dimension existed between deans/directors of 
continuing education and chief academic officers.
6. The results indicated that no significant difference 
existed in the personality types of deans/directors or continuing 
education of two- and four-year institutions.
7. The results indicated that no significant difference existed 
in the personality types of chief academic officers of two- and 
four-year institutions.
8. The comparison of the educational level between - 
deans/directors of continuing education and chief academic officers 
indicated a significant relationship.
Recommendations
As a result of the study, the following recommendations were made 
for the study of deans/directors of continuing education and chief 
academic officers:
1. Using not only the MBTI but also other personality inventories 
currently in use for study of personality type, additional research 
should be conducted to ascertain what relationships exist between 
these two groups.
2. Research should be done to determine the relationship 
between the career goals of the respondents and the results of the 
MBTI.
3. Additional research should be completed to compare the sex, 
age, and demographic data of the respondents and the results of the 
MBTI.
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4. Research should be conducted to compare the attitudes of 
these groups toward positions and employers.
5. Research should be undertaken to determine what relationship 
exists among various academic disciplines and the preparation needed 
for continuing educators and academic officers within institutions
of higher education,
6. Additional studies should be completed to compare years of 
employment in present positions of the respondents, the type and size 
of institutions, and the results of the MBTI.
7. Records should be maintained over a period of years to 
determine if any differences exist in the dimensions of the 
personality types of populations which have been used in research 
studies,
8. A large population must be tested with the MBTI so that a 
cross section of types can be determined for the research.
9. Even though no characteristic "types" were significant 
between deans/directors of continuing education and chief academic 
officers further research should be conducted at a later time to 
verify the reliability of the findings.
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DEMOGRAPHIC INFORMATION OF DEANS/DIRECTORS OF CONTINUING 
EDUCATION AND CHIEF ACADEMIC OFFICERS TAKING 
THE MYERS-BRIGGS TYPE INDICATOR
At what type of institution are you employed?
' (1) Component Institution of the University of North
Carolina 
■ (2) Community College
' ■ (3) Technical College/Technical Institute
 ____ (.4) Non-Public Senior Institution
 ____ (5) Non-Public Junior College
How many students are enrolled at your institution?
(1) Leas than 1,000
(2) 1,000 - 4,999 
_ _ _  (3) 5,000 - 9,999
   (4) 10,000 - 19,999
_____ (5) 20,000 or more
Is the continuing education function on your campus a 
centralized unit?
  (15 Yes
  (2) No
What is your current position?
  (1) Chief Academic Officer
  (2) Chief Continuing Education Officer
How many years have you been employed in your present position?
(1) Less than 1 
  (2) 1 - 5
(3) 6 - 1 0
  (4) 11 - 15
  (5) 16 or more
What is your highest level of education achieved?
 ____ (1) B,A. or B.S,
_____ (2) M.A. or M.S.
   (3) Ed.S.
 ____ (4) Ed.D.
  (55 Ph.D.
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7, Are you currently working toward another degree?
  (1) M.A. or M.S.
' (2) Ed.S.
' (3) Ed.D.
  (4) Ph.D.
' (5) Not working on degree
8, What is your age?
(1) 20 - 29
■ ' ' (2) 30-39
 __ (3) 40-49
' (4) 50 - 59
(5) 60 and over
9, What Is your marital status?
_____  (1) Single
■ ■ ' - (2) Married
 ____  (3) Separated
  (4) Divorced
  (5) Widowed
10. What is your sex?
' (1) Female
  (2) Male
11. How satisfied are you with your work?
' (1) Very satisfied
_____ (2) Moderately satisfied
 ___  (3) Moderately unsatisfied
  (.4) Very unsatisfied
APPENDIX B
MYERS-BRIGGS TYPE INDICATOR 
FORM G
1-06
PLEASE NOTE:
Copyrighted materials 1n this document 
have not been filmed at the request of 
the author. They are available for 
consultation, however, In the author's 
university library.
These consist of pages:
Page 107-116
University
Microfilms
International
300 N. ZEES RO., ANN ARBOR. Ml 48106 <3131 761-4700
APPENDIX C 
LETTER ACCOMPANYING QUESTIONNAIRES
117
100 Femcliff Drive 
Boone, NC 28607 
August 10, 1984
Dear Colleague:
I am currently working on a research study which will he of Interest 
to you. As the basis for a doctoral dissertation, I am conducting 
this research for the purpose of comparing the personality types 
between deans/directors of continuing education and chief academic 
officers in selected post-secondary institutions in North Carolina.
We each have a different way of perceiving situations and making 
judgments about them. One of the dimensions of the Myers-Briggs 
Type Indicator (MBTI), the instrument used in this study, is to 
assess the differences by which individuals make decisions based on 
their personality type,
I would appreciate your taking time to complete the MBTI by coding 
your responses to the questions on the General Purpose Answer Sheet. 
You will note that on Side 2 of this sheet, an identification code 
has been marked in the "name" area. No additional information needs 
to be completed on this answer sheet. The other form which I ask 
that you complete is the Demographic Information Sheet, No effort 
will be made to associate particular responses to institutions or 
respondents. You can be assured of complete anonymity.
I hope you will take a few minutes now to respond to the enclosed 
information. When you are finished, please return (1) the MBTI 
booklet; (2) the completed answer sheet; and (3) the demographic 
sheet in the stamped, self-addressed envelope. It would be most 
helpful to receive these materials by the end of August.
Thank you for your cooperation. Copies of this data when complied 
and analyzed will be furnished to you upon request.
Sincerely,
Mary Joseph 
Director
Extension and Noncredit Programs 
Appalachian State Universities
Enclosures (4)
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